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ABSTRACT 
The present study was planned to investigate the influence of 
occupational stress and organisational climate on job satisfaction of 
managers, engineers, and supervisors. Keeping in view the major 
objectives of present research various comparison groups were formed 
on the basis of median. Occupational stress and organisational climate 
are independent variables where as job satisfaction is dependent 
variable. Each group of managers, engineers and supervisors were 
divided into high and low organisational climate groups and also high 
and low occupational stress groups on the basis of median to find out 
the varying effect of each independent variable on job satisfaction. The 
study was conducted on sample of 310, managers (n=110), engineers 
(n=90) and supervisors, (n=110) of BCCL. The occupational stress 
index developed and standardized by Srivastava and Singh (1981), 
organisational climate scale developed by Singh (1989) and job 
satisfaction scale developed by Singh (1989) were used. Twenty seven 
null hypotheses were formulated to find out the significance of 
difference between various comparison groups. The data were analysed 
by means of t-test. 
The results revealed that managers, engineers and supervisors 
differed significantly from each other in terms of occupational stress. 
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They also differed significantly from each other in terms of 
organisational climate. But these three groups did not differ 
significantly on level of job satisfaction. High and low occupational 
stress groups of managers, engineers and supervisors differed 
significantly in terms of job satisfaction. High and low organisational 
climate groups of managers, engineers and supervisors also differed 
significantly in terms of the level of job satisfaction. It is evident from 
the results that the engineers did not differ significantly with respect to 
the level of job satisfaction. When high occupational stress groups of 
managers and supervisors were compared it was found that both the 
groups differed significantly in terms of job satisfaction. High 
occupational stress group of engineers and supervisors also differed 
significantly. The results also revealed that low occupational stress 
groups of managers, engineers and supervisors did not differ 
significantly in terms of job satisfaction. 
When we see the influence of high organisational climate group 
on level of job satisfaction, it was found that managers and engineers 
differed significantly. High organisational climate groups of managers 
and supervisors also differed significantly in terms of job satisfaction. 
When low organisational climate groups of managers, engineers and 
supervisors were compared, it was observed that only managers and 
supervisors differed significantly. 
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INTRDOCUTION 
OCCUPATIONAL STRESS: 
The term stress emerged in the literature from Latin word 
'stringer' that refers to hardship, straits, adversity or affiliation. In the 
IS*** and 19*^  century it was used to denote force, pressure, strain or 
strong effort with reference to an object or person. When it was used in 
engineering and physics it implies external force or pressure exerted to 
distort and being resisted by the object or person on which it is being 
exerted. 
It was Hans Selye (1936) who introduced the concept of stress in 
life science. In the realm of life science/medical science cannon's 
homeostasis and Selye's general adaptation syndrome have 
considerably influenced the conceptualization of stress, since then the 
concept gained popularity in research literature and frequently used by 
behavioral and social scientists. Before Selye, Cannon (1935) a 
physiologist contemplated to describe stress in human and animals on 
observing the reactions of adrenal medulla and sympathetic nervous 
system under the condition of cold, lack of oxygen, excitement and 
fear. Almost in the same way Selye (1946) observed the reactions to a 
variety of emotive stimuli. He emphasized three stages under GAS 
(General Adaptation syndrome) viz. alarm reaction, stages of resistance 
and stages of exhaustions. 
The alarm stage involves two phases that is, a shock phase and 
counter shock phase. Under shock phase there will be enlargement of 
adrenal cortex where defense mechanism becomes very active during 
counter shock phase. Selye further argued that most of the effects on 
the body of alarm reaction specifically in the shock phase are 
degenerative in nature. But Selye noted "the adrenal cortex actually 
seemed to flourish on stress. 
If the stress prolongs then the stage of resistance set in and most 
of symptoms of alarm reaction began to subside. In this stage 
maximum adaptation occurs and bodily characteristic of alarm reaction 
disappear. 
The state of resistance do not persist indefinitely if the stress 
continues the individual is weakend and stage of exhaustion began. 
Under this condition the adaptation energy is exhausted and as a result 
of it series of physiological changes occurs particularly in brain which 
may result in death. 
Psychologists are of the view that it is imperative to maintain the 
optimum level of stress for success, achievement, higher productivity, 
effectiveness, growth and development Pestonjee (1987) was of view 
that when the stresses are left unchecked or unmanaged or unaudit they 
may create problems related to the performance of the employee and 
also may have hazardous effect on the health and well being of the 
organism. 
The term stress has been used differently by common man and 
psychologist that the stress has three major approaches viz. stimulus 
oriented, response oriented and interactional oriented. 
The stimulus approach refers to external negative force 
impinging on individual. Selye (1956) maintains that any external 
event or any internal drive which threatens to upset organismic 
equilibrium is stress. Actually researchers have examined catastrophic 
events and considered it as independent variable. 
The response based approach to stress is associated with 
response to certain stimuli. This approach is mainly concerned to 
describe how stress is related to and in what manner people function 
under stress. This approach considered response as dependent variable 
and stress is defined in terms of individual's response to stimulus 
disturbed environment. Selye (1979) defined stress as non specific of 
the body to any demand made upon it. 
The transactional approach defined stress as interaction or 
transaction between person and organizational factors. According to 
this approach, stimulus and response are insufficient because some 
situations are stressful for some people but not for others. 
In the real life situation, during older days stress was used to 
refer the experience of people due to unpredicted natural calamities 
such as flood, drought slavery famine, uncontrolled epidemics etc. 
Therefore, this period was regarded as "age of uncertainty." Stress in 
present day world is due to over demands, frustrations and conflicts, 
hence it is considered as 'age of anxiety.' It is well accepted truth that 
people in every era experienced stress due to unpredictable natural 
calamities. In present world also stress is related to such calamities but 
the degree is low. 
In today's world people can walk on the moon and other planets, 
may communicate with a person sitting thousands of miles away sends 
and receives message from one place to other in shortest period of 
time, can travel hundreds of miles in shortest possible duration. But 
these innovations which is the sign of modern civilization has made the 
life of man much more complex and full of hazards. The modem 
civilization is considered an era of stress. Frustration, conflict, 
tension, anxiety, overcrowding, pollution, unemployment, dowry death, 
ethnic and religious clashes and terrorism have became regular feature 
of life. Arising stress at work place, home, society or place of living 
undoubtedly have detrimental effects on the behaviour of people which 
ultimately results in personal and organisational inefficiency, sickness. 
socio-cultural alienation and dissatisfaction at individual as well in the 
organisational level. 
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In this fast pacing world, it is evident from the research literature 
that the problem of executive stress has received enormous attention in 
management. Despite inordinate amount of attention, executive stress 
continues to take its toll of human life, health and enterprise by 
aborting careers, storming life spare, impairment of mental and 
physical health and it is to say that all in all it is diminishing the 
effectiveness of people. 
It was mid sixty when stress has been considered as one of the 
major factors in work organisation (Agarwala, Malhan and Singh, 
1979) before it the stress was examined under the shadow of 
physiology and other disciplines of physical sciences. In recent years 
job stress has become a prominent work related research topic. 
Psychologists and management scientists have different views about 
psychological and situational conditions or job factors, which cause job 
stress. Thakur and Misra (1998) reported different physical and 
psychological conditions at different types of work as potential 
occupational stress., Lazarus (1991) pointed out that stress is 
transactional phenomena experienced when some situation is appraised 
as taxing the individual's resources beyond tolerable limits. 
' Reddy et al. (1990) examined job stress of executives of middle 
age and explored that the stress among the people between 41-50 years 
of age group are greater than those between 51-60 year of the age. The 
specific stress experienced by people often depends on the nature and 
demands of the setting in which people live. In this modem life these 
setting are governed by the vocation and occupations of the people. 
The specialization in the sphere of work has shaped the experience of 
people significantly. Thus, engineers, doctors, managers, supervisors, 
police personnel and people in other professions experience different 
types of stresses to different degrees. 
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It is apparent that these are the variety of conceptualizations of 
stress. The term stress is associated with some specific variables viz; 
organisational stress, job stress, so role stress and occupational stress 
are frequently used interchangeably. Unfortunately, even with the era 
of organizational behaviour there is little agreement on its definition, 
nature and process. 
Organizational is- stressi/* experienced due to organisational 
climate and structure. Job stress as defined by Parker and De Cottis 
(1983), feeling of a person who is required to deviate from normal self-
desired functioning in the work place as a result of opportunities, 
constraints, or demands relating to potentially important work related 
results. The term feeling signifies subjective awareness of the 
organism's own emotional state. On the other hand occupational stress 
used in more broader perspective, which refers intrinsic aspects of job, 
organisational structure and climate. 
As far as role stress is concerned, it is major occupational 
stressor and can be referred to as a particular role in organization to the 
extent to which the employees expectations and organizational 
expectation match. Kahn et al. argued a specific variant of stress in the 
form of role stress. The term like role conflict, role ambiguity, and role 
overload stand subsumed under the construct of role stress in this 
perspective. According Kahn et al., role conflict is two or more sets of 
pressures resulting in a situation where compliance wdth one would 
make it difficult to comply with another. Role ambiguity refers to 
inadequate role sending or lack of required information to carry out 
particular assignment. Where as role overload is taken as special case 
of role conflict in which all the role demands cannot be met in 
available span of time. Thus, any aspect of role expectation which 
exceeds the incumbent's resources may be termed role stress. 
'According to French et al. (1974), stress is misfit between a 
person's skill and abilities and the demands of his job. Here misfit 
refers to a person's needs not being fulfilled by his job environment. 
Caplan et al. (1975) defined stress as any characteristic of the 
job environment which posses a threat to the individual. 
Beehr and Newman (1978) after an extensive review of the 
literature on stress, defined job stress as condition where job related 
factors interact with the worker to change his or her psychological or 
physiological condition so that the person's mind and/or body is forced 
to deviate from its normal way of functioning. 
' It was McGxath (1976) who took interactional approach in 
defining stress. According to him stress involves an interaction of 
person and environment. The extent to which the situation is stressful 
depends on several factors. First, it must be perceived by the stresses. 
Second, it must be interpreted by him in relations to his ability. Lastly, 
he must perceived the potential consequences of successfully coping 
with demand as more desirable than the expected consequences of 
leaving the situation unchanged. McGrath further argues that the 
situations have potential for stress when they have demands which are 
perceived to threat to exceed a person's capabilities to meet them and 
where there are substantial differences the rewards and costs from the 
meeting versus not meeting the demands. 
' Survey of the literature on occupational stress reveal that there 
are number of factors related to job which affect the behaviour of the 
employees and as a result of it normal life is disturbed (Maclean, 1974; 
Brief, Schuler, Van & Sell 1981). 
Cooper and Marshall (1976) stated that occupational stress 
includes the environmental factors or stressors such as work overload, 
role ambiguity, role conflict and poor working conditions associated 
with a particular job. 
Cox and Mackay (1981) suggested that a stress condition refers 
to an imbalance between environmental supplies and demands personal 
capabilities, needs and values. Schuler (1984) defines stress in terms of 
perceived dynamic state involving in certainty about something 
important. 
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Orpen (1991) observed that major source of stress derives from 
the occupational environment, proponents of this view tend to argue 
that role holders in certain occupation irrespective of individual 
differences are much more likely to experience stress. Here, the 
emphasis is on the individual demands of various jobs that have the 
capacity over a period of time to exhaust the physical and 
psychological resource of employees in the organisation. 
VlcGrath and Beehr (1990) have used the term stress as stress-
producing events and conditions (SPECs) that are social and 
psychological rather than physical in nature and also as strain variable. 
Moreover, life stress presumably encompasses all SPEs in the past and 
present, while occupational stress or job related stress includes SPECs 
in workplace. 
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" With the expansion of industrialization different occupation 
came forward. Due to growing competition, occupation became target 
oriented and it creates various problems as related to stress and also in 
an individual as well as social problem and adversely influences work 
performance, motivation and job satisfaction, perceived organizational 
commitment, job stress and organisational climate. They explored that 
executives were found to have more job satisfaction than the 
supervisors. They also found out that executives and supervisors 
differed significantly on job stress, supervisors showed higher job 
stress than executives. No significant differences were observed 
between shift and non-shift employees on job stress scores. 
Mishra (1997) conducted a study to compare the level of 
occupational stress among public and private sector public relation 
officers. He found that PRO of public sector experienced significantly 
higher occupational stress on the dimensions of role ambiguity, role 
conflict, unreasonable group and political pressures, powerlessness, 
poor peer relations at work, intrinsic impoverishment, low status and 
strenuous working conditions as compared to PROs of private sector. 
He also explored that the PROs of private sector significantly higher on 
role overload than the PROs of public sector. 
Chaudhary (1990) studied the relationship between role stress 
and job satisfaction among bank officers. Results revealed that role 
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stress and job satisfaction were found to be negatively correlated in 
higher as well as lower age groups of bank officers. 
Jagdhish (1983) studied the relationship of occupational stress 
with job satisfaction and mental health of first level of supervisors. He 
reported that occupational stress arising from role overload, role 
ambiguity, role conflict, group and political pressures, responsibility 
for persons, under participation, powerlessness, poor peer relations, 
intrinsic impoverishment, low status, strenuous working condition and 
unprofitability significantly impaired the supervisors job satisfaction, 
overall as well as area wise. He further reported that occupational 
stress showed a more inverse relationship with on the job dimensions 
of satisfaction than with its off the job dimensions. 
Ganesan and Jonson (1992) examined occupational stress and 
health among supervisors. They reported that organisational group and 
career stressors were experienced by the supervisors in the lower range 
but these stressors were indicative of a possible causal relationship to 
physical and psychological symptoms and to the physiological 
indicator of stress. 
''Similarly, Mishra and Semani (1993) studied the relationship 
between occupational stress and mental health among supervisors. The 
study revealed that relationship between occupational stress and mental 
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health was found to be negative and statistically significant in the case 
of private sector supervisor. 
Reddy & Ramamurti (1992) investigated job stress among older 
executives. They found oiit that older executives experienced more 
stress in the areas of relationship v^th colleagues, role in organisation, 
working conditions and home work interface. While low stress in some 
areas of organisational structure, its development and relationship with 
the boss. 
Chandraiah (1996) et al. examined the incidence of occupational 
stress, job satisfaction and type 'A' behaviour among 255 managers 
(upper middle level). They reported that junior manager experienced 
higher job related tension, particularly in terms of home/work interface 
as well as lower job satisfaction on the "job itself," , 
Rajendra & Reddy (1997) conducted a study on occupational 
stresses and coping patterns in an industry. They explored that there 
was significant difference between the two group in the area of role 
ambiguity, poor peer relationships, low status, strenuous working 
conditions, responsibility, under participation and powerlessness. 
'Jagdhish and Singh (1997) examined the moderating effect of 
hierarchical level on occupational stress and strain, job satisfaction and 
mental health. They reported a significant relationship between job 
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satisfaction and occupational stress. However, this was not observed 
in case of occupational stress and mental health. 
In a study Srivastava (1991) reported negative relationship of 
occupational stress with performance while Bharti (1991) et al. found 
significantly inverse relationship between occupational stress and job 
satisfaction. 
Ritsa and Cooper (1998) examined the findings of large 
community-wide survey on occupational stress and job satisfaction. 
They reported that job satisfaction was greater among the higher socio-
economic groups. They also found out that the issue of "control" was 
significantly in predicting greater job satisfaction among social classes, 
but not for mental or physical well being. 
Yu Shanfa and et al. (1998) studied occupational stress of 121 
Chines steel work employee and 122 managers. They explored that 
organisational structure and climate and relationship with other people 
were important predictors for worker. Moreover, management 
processes and organisational forces emerged as strongest prediction of 
job satisfaction for both managers and workers. 
Singh (1998) reported that role conflict had partial moderating 
effect on the relationship between supervisory behaviour and job 
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satisfaction; however it did not influence the relationship between 
supervisory behaviour and subordinate productivity. 
Agarwal & Krishna (1998) investigated occupational stress 
among employees in technical field office inspection and lower 
management department of U.P state Road Transport corporation. They 
showed that the technical and field staff including inspectors 
experienced a higher level of occupational stress. Lack of adequate 
staff, lack of proper training, shortage of original spare parts, lack of 
feeling of involvement in policy making were found to be the sources 
of stress. On the other hand, good informal relation and co-operation 
among the employees acted as modifiers of occupational stress. 
Mishra (1994) reported that under particular situation some 
stressor did not have moderating effect on the relationship between job 
satisfaction and involvement. Vashishth et al. (1998) explored that 
social support had a moderating effect on the relationship between 
occupational stress and organisational commitment. 
'Pestonjee and Singh (1982) reported that the relation between 
role ambiguity and job satisfaction differs between individuals with 
external and internal locus of control. 
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Srivastava and Pamer (1977) studied role stress and job 
satisfaction. They reported negative relationship between stress and 
job satisfaction. 
' Role stress, job tension, job satisfaction in relation to job level, 
j^^ length of service has been studied by Indian researchers (Kumar, 1986; 
Singh, 1990) among different occupational groups. 
Mohan and Chauhan (1999) reported that higher level executives 
experienced less stress and strain as compared to the middle and lower 
level executives, utilized better coping strategies and enjoyed more 
positive outcomes. Moreover, executives of public sector organizations 
experienced less effective coping strategies and rated themselves as 
less effective than their counterparts from private sector. 
Upadhaya and Singh (1999) found that the executive as well as 
the teachers experienced a moderate level of stress, the executives 
experienced more stress the teachers did. The results revealed that a 
significant difference between these two groups on the experience of 
stress on factors such as role overload, intrinsic impoverishment and 
status variable. 
Jena (1999) reported that the job is relatively less important in 
the lives of women than it is for men. This view may be attributed to 
the low demand placed on the occupational roles of women. 
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ORGANISATIONAL CLIMATE: 
The origin of the concept of organisational climate in 
management as a mature and popular concept is about three and half 
decades old> But the linkage of this concept is with the work of eariy 
theorist Kurt Lewin in mid thirties, who for the first time emphasized 
the impact of environmental factors on behaviour which is evident in 
the research literatures of industrial psychology. He argued that while 
characterizing psychological field one has to consider the specific 
items such as particular goals, stimuli, social relations besides more 
general characteristics of the field as the atmosphere or the amount of 
freedom are maintained that all these characteristics of the field as a 
whole are of paramount importance. Koffka (1935) in his writing 
attempted to differentiate between the geographical climate and 
behavioral environments. He viewed that the geographical environment 
is consist of physical and social environment where as behavioral 
environment as perceived by the person and how does he react to it. He 
argued that the behaviour of people could be understood more 
meaningfully if it was related to behavioral environment. Murray 
(1938) was of the view that the behaviour can not be described without 
reference to the environment because the interaction that take place 
between the individual and his environment that shaped behaviour. The 
orginisational researchers in 1940s and 1950s were influenced by 
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sociological theorists so they focussed on the structural aspects of the 
organisation. The early researchers defined organisational climate as a 
characteristics of the organisations and their measurement was 
primarily concerned with the physical characteristics of the 
organisations that people noticed or observed. Another definition was 
proposed by Forehand and Gilmer (1964), who also adopted 
structralists view defined organisational climate as set of characteristic 
that describe an organisation and distinguish it from other 
organisations are relatively enduring over time, and influence the 
behaviour of people in it. 
Based on these characteristics, Campbell et al. defined 
organisational climate as set of attribute specific to a particular 
organisation that may be induced from the way that organisation deals 
with its members and its environment. 
Friedlander and Margulies (1969) emphasized that the 
individuals in any work environment tend to have homogenous 
perceptions of environment and that climate emerged from such 
common perceptions of the objective reality. 
Likert (1967) emphasizes about intervening variables, these 
variables are nothing but climate variable. According to Likert Climate 
is a linkage between structural attributes of an organization and its 
effectiveness. 
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Litwin and Stringer (1968) defined organisational climate as set 
of measurable properties of work environment, perceived directly or 
indirectly by the people who live and work in this environment and 
assumed to influence their motivation and behaviour. They were of the 
view that organisational climate arouse certain motives in the people, 
like achievement, power etc. and climate can be categorized as per the 
motives and can be measured in terms of certain dimensions 
responsible for arousing these motives. According to Taguiri (1968) 
organisational climate refers to quality of the members of the 
organization and can be described in terms of values or the meanings 
of a particular set of characteristics of the environment. 
Baumgartel (1971) described organisation climate as a product of 
leadership practices, communication patterns, and enduring systematic 
characteristics of the working relationships among person and division 
of any particular organisation. 
Pane (1971) suggested that organisational climate may best be 
described as moral concept reflecting the content and strength of the 
prevalent values, norms, attitudes, feeling and behaviours of the 
members of the social system. 
Schneider and Hall (1972) defined organisational climate as 
perceptual as well as an individual attributes. They emphasised climate 
as summary of global perception held by individual about their 
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organisational environment. The summary perceptions reflect on 
interaction between personal and organisational characteristics. 
Climate in this approach is considered as intervening variables 
because it is caused by discreet experience for both the organisational 
and the individual, which in turn cause the latter's behaviour. 
Pritchard and Kararick (1973) explained organisational climate 
as a relatively enduring quality of an organisation's internal 
environment distinguishing it from the qualities of other organisation, 
which results from the behaviour and policies of members of 
organisations, especially top management, which is perceived by 
members of the organisation which serves as a basis for interpreting 
the situation, and acts as a source of pressure for directing activity. 
According to them, perception of organisational climate were 
influenced by both overall organisation and it submits and climate 
correlated with individual satisfaction and submit performance, but not 
individual performance. They observed that some dimensions of 
organisational climate moderated the individual's characteristics 
performance and satisfaction relationships. 
According to Hellriegel and Slocum (1974) climate as a set of 
organisation sub-system attributes that may be inferred from the way 
an organisation or any of its sub-system deal with its members. For 
example specific situational attributes such as unstructured role 
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prescriptions, unclear reward contingencies, and non-directive 
leadership might be transformed into the set of situational influences 
referred to as conflicting and ambiguous climate. These specific 
situational attributes result in specific climate characteristics, 
described as consideration, warmth supports etc. 
Schneider (1975) defined climate as a set of macro perceptions 
derived from micro-perceptions of specific events, conditions and 
experiences in the psychological process of abstraction and concept 
formation. Thus, he stressed that climate should refer to an area of 
research, rather than a construct with a particular set of dimensions. 
According James et al. (1976) organisational climate refers to 
the individuals cognitive description of the situation, involves a 
psychological processing of specific perception into more abstract 
depiction of psychologically meaningful influences in the situation, 
tends to be more closely related to the situational characteristics that 
have relatively direct and immediately ties to the individual experience 
and is multi-dimensional, with a central core of dimensions that apply 
across a variety of situations. Thus, they prefer to call organisational 
climate as psychological climate. 
Pareek (1988) gave very comprehensive definition of 
organisational climate. According to him an organisation has 
structures, systems, norms, values and traditions, culture, leader's 
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behaviour and psychological needs of employees interact with one 
other and create what can arouse various motives in various degrees. 
People in the organisation then show behaviour related to these 
motives. We call such a psychological climate of an organisation as 
motivational climate. 
It was mid seventy when James and Jones (1974) made 
significant contributions to climate research. They surved the different 
approaches in climate research described so far and categorized them 
into three groups: (i) multiple measurement organisation attribute 
approach, (ii) perceptual measurement organization attribute approach, 
and (iii) perceptual measurement individual attribute approach. 
The multiple measures approach tells us about organisation 
climate as a set of organisational attributes, in their effect measurable 
by variety of methods. The effect of organisational climate on 
individual behaviour, in their opinion could be seen in terms of the 
definition of stimuli presented to the individual members the 
constraints placed upon the individual's freedom of choice regarding 
behaviour and the reward or punishment process. This approach 
advocated by Forehand and Gilmer (1964); Litwin and Stringer 
(1968); Frederickson (1969) and Pareek (1975). 
The Perceptual Measure: Campbell et al. (1970), Campbell & 
Beaty (1971); Pritchard and Karasick (1973), are major advocates of 
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this approach. According to them organisation attribute approach view 
organization climate as a perceptual measure that describes the 
organisation and it is different from attitudinal, evaluative variable. It 
is a situational determined psychological process in which 
organisational climate variables are either considered to be causative or 
moderators to performance and attitudinal outcomes, the point of 
moderation being either between objective situational characteristics 
and behaviour. 
As far as perceptual measurement individual attribute approach 
is concerned here the climate is summary of global perception held by 
individuals about their organisational environment. The summary 
perception reflect on interaction between personal organisational 
characteristics, in which the individual by forming climate perceptions 
acts as an information processors using input from the objective events 
in the characteristic of the organisation and characteristics of the 
individual such as values, needs etc of perceiver. Thus climate takes 
the form of situation specific values which reflect those aspects of the 
situation to which the individual attaches importance. Definitions given 
by Schneider and Bartlett (1970); Schneider and Hall (1972) fall in 
this category. 
There is considerable diversity of approach among the 
researchers regarding the concept, dimensions and the measurement of 
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organisational climate. Although there have been many studies over 
the last three decade and they have raised as many questions as they 
have answered. Thus, organisational climate is the human environment 
within which an organisation employees do their work. It may refer to 
the environment within a department, a major company unit such as a 
branch plant, or an entire organisation. We cannot see org climate or 
touch it but it is there. Just like the air in a room it surrounds and 
affects everything that occurs in an organisation. In turn, climate is 
affected by almost everything that happens in an organisation. 
When we see climate in a broader perspective, we find each 
climate has its own culture, traditions, and methods of action which in 
their totality, constitute climate. There are a large number of 
organisations which tend to attract and keep people who fit its climate, 
so that its patterns are to some extent perpetuated. As we see people 
may choose to move to a certain geographical climate of sea, 
mountains or desert, they also choose organisational climate which is 
suitable for them. Thus, organisational climate serves as the guidelines 
for dealing with people has a major influence on motivation, 
productivity and job satisfaction as well as total work group. 
Therefore, a sound climate is a long-term proposition. 
Each individual perceives the organisation in many ways 
depending upon the context and sets of information available about 
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organisation. In this respect there can be great varieties of dimensions 
of organisational climate. Different researchers have proposed 
different dimensions, which are as sated. 
1. Kahetal. (1964) 
• Rule orientation 
• Nature of Subordinates 
• Closeness of supervision, Universalism of the degree to which 
the individual should identify with the organisation as whole 
• Promotion of achievement orientation. 
2. Li twin and Stringer (1968) 
• Structure 
• Responsibility 
• Reward 
• Warmth 
• Support 
• Tolerativity 
• Risk 
• Standard 
• Conflict 
Taguiuri (1968) 
• Practices related to providing a sense of direction or purpose to 
their jobs, setting of objectives, planning and feedback. 
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Opportunities exercising individual initiatives. 
Working with competitive and competent supervisor. 
Co-operative and pleasant people 
Being with profit minded and sales oriented company. 
Schneider and Bartlett (1968) 
Management support 
Management structure 
Concern for new employees 
Intra agency conflict 
Agent independence 
General satisfaction 
ampbelletal. (1970) 
Individual autonomy 
Degree of structure imposed upon the position 
* 
Reward orientation 
Consideration, warmth and support 
aumgardner (1971): 
Freedom to set performance goals and performance based 
rewards 
Emphasis on growth and development 
Willingness to train executives 
Participation from various hierarchical level in decision making. 
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Confidence and trust in competence and judgement of 
management. 
Open communication and interpersonal trust. 
Less formal having minimum rules and administrative 
procedures. 
Prichard and Karasick (1973): 
Autonomy 
Conflict/co-operation 
Social relationships 
Structure 
Rewards 
Performance based rewards 
Status and innovation 
Decision centralisation 
Supportiveness 
Achievement orientation of organisation 
Pareek (1979): 
Orientation 
Interpersonal relations 
Supervision 
Managing problem 
Managing mistakes 
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Managing conflicts 
Communication 
Decision making 
Trust 
Reward Management 
Risk-taking 
Management of change. 
Sing (1989): 
Professional Help 
Formalization 
Professional management 
Organisational Risk Taking 
Standardization 
People orientation 
Centralization 
Formalized communication 
Loncern for welfare 
Survey of the literature on organisational climate revealed that 
different researchers examined organisational climate and attempted to 
measure it. 
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Indireson's (1973) work of multi-variant analysis of factor 
affecting job satisfaction where the relationship between five 
organisational climate dimensions and three job satisfaction 
dimensions were examined. He found that there was significant 
correlation between the job satisfaction factors and organisational 
climate variables. 
Kumar and Bohra (1979) reported higher job satisfaction among 
employees who perceived the organisational climate as democratic than 
those who perceived the same climate as autocratic. 
Buake (1978) examined the relationship of managers description 
of organisational climate to their participation in informal helping and 
interaction at work. Organisational climate was found to exert an 
influence on several aspects of informal helping process as it existed in 
the work setting. 
Sen (1981) findings was different as far job satisfaction and 
climate were concerned. In his study on bank employees found that 
climate has negative correlation with job satisfaction. 
While Rajendran (1987) reported significant correlation between 
organisational climate and job satisfaction, a public sector industry in 
Tamilnadu. 
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Bajaj (1982) reported positive correlation of organisational 
climate with feeling of alienation Padki (1982) obtained relationship 
of various climate factors with an individual's Psychological and 
behavioural outcomes and organisational effectiveness. He explored 
that there was causal relationship between climate variables and job 
attitudes motivation and organisational effectiveness. 
Surti (1982) found out that consultative organisational climate 
was negatively correlated with role stress. 
Pestonjee (1982) reported in his study of electric company that 
achievement expert influence and extension climate has positive 
correlation with job satisfaction. 
Khanna (1985) studied the relationship between organisational 
climate and occupational stress in a chemical industry and reported 
significant correlation between climate variable and occupational 
stress. 
Singh (1987) in his study of computer industry reported that 
organisational climate variable moderated the relationship between role 
stress and job satisfaction. 
Sharma (1987) examined the effects of organisational climate on 
job satisfaction, sense of participation role stress and alienation in 
private sector and public sector found that the private sector and the 
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public sector varied significantly on the dominant climates and there 
was significant correlation between the climate variable and role 
stress variables. 
Basha and Usharkee (1997) examined the relationship between 
individual perception of organisational climate and their experience of 
stress and stress coping strategies. They reported that there was 
negative relationship between perception of organisational climate and 
amount of stress experienced. 
Ali and Akhtar (1999) explored the effect of organisational 
climate on job satisfaction and they reported that those who scored 
high on organisational climate also differed significantly on job 
satisfaction scale. 
. Srivastava (1994) Studied a groups of executives and supervisors 
reported that overall organisational climate is positively related v/ith 
job involvement and higher order needs (self esteem, autonomy, and 
self actualization) are related with job involvement. 
Mathur and Mehta (1994) have reported a significant difference 
between organisational climate of family and non-family controlled 
organisations, the former being higher on control and affliction and the 
latter on achievement, extension and expert influence. 
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JOB SATISFACTION: 
The study of job satisfaction focuses on many aspects of 
industrial and organisational behaviour. Job satisfaction is probably the 
most widely studied area in the field of organisational psychology but 
the significance of studying job satisfaction will be a continuous 
endevour as long as people are associated with the organisation. 
Attempts have been made by different researchers from time to time to 
describe job satisfaction. Some researchers studied job satisfaction as 
independent variable some of them as dependent variable and also as 
covariate and multivariate variable. It is to be mentioned that the 
work experience has direct relevance with the attitudes of the 
individuals towards work. When people join an organisation in the 
capacity of an employee at different position they have to spend a 
larger portion of their life on the jobs, therefore their life should be 
more or less pleasant, agreeable and fulfilling. It is evident from the 
literature of organisational behaviour that most of the people work for 
economic reason few of them have the option as where to work. When 
people work under the constraints, find little satisfaction in their lives 
if the work place is not much congenial or favourable. Essentially job 
satisfaction is a person's attitude towards the job like any attitude, it 
represents a complex assemblage of cognition's (beliefs or knowledge). 
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emotions (feelings, sentiments on evaluation) and behavioural 
tendencies (actions). 
Credit goes to Hoppock (1935) who brought the concept of job 
satisfaction into the limelight in research literature. He was of the view 
that the job satisfaction is a combination of psychological and 
environmental circumstances that cause a person to say "I am satisfied 
with my job". 
Smith (1955) defined job satisfaction as the employee's 
judgement of how well his job on the whole is satisfying his various 
needs. 
Blum (1956) and Blum and Naylor (1963) suggested job 
satisfaction as a resultant of many attitudes possessed by a worker. It is 
a general attitudes in three areas, namely specific job factors, 
individual characteristics and group relationships outside the job. 
Job satisfaction has been defined by Smith Kendall and Hullin 
(1969) as an affective response to the facets of the situations associated 
with a perceived difference between what is expected and what is 
experienced, job satisfaction can also viewed as a physical affective 
state which arises in the individual as a function of the perceived 
characteristics of the job in the selection to his frame of response 
(Sinha and Agarwala 1971). 
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Sinha (1974) defined job satisfaction "as a reintegration of 
affect produced by individual's perception of fulfilling of his needs in 
relation to his work and the situations surrounding it." 
By reviewing job attitude studies, Herzberg and his associates 
(1957) identified ten major factors constituting job satisfaction with 
nearly 150 specific aspects. These factors are (i) intrinsic aspects of 
job (ii) supervision (iii) working conditions (iv) wage (v) opportunity 
for advancement (vii) social aspect of job (viii) company management 
(xi) communication and (x) benefits. 
Job satisfaction may be assumed to be the result of the operation 
of situational and personality variables so as to reveal the complex 
nature of the interactions of these two sets of factors, people reports 
with regard to their satisfaction with their job are directly related to the 
extend to which their job provide them rewarding outcomes such as 
pay, variety in stimulation, consideration from their supervision, a high 
probability of promotions, close interaction with co-worker, an 
opportunity to influence decisions which have future effect on them, 
and control over the pace of work. 
Keeping in view the mentioned above conceptual framework, job 
satisfaction was taken as a summation of employees feelings in four 
important areas. Two of them are related to on the job factors i.e. those 
directly connected with the job (intrinsic factors); and other two of 
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them are associated with off the job factors that include extrinsic 
factors which are not directly related with the job but which are 
pressured to have bearing on job satisfaction (Pestonjee 1973, 1981). 
These four areas with related aspects are as stated: 
(i) Job: it includes nature of work, hours of work, opportunities on 
the job fellow worker etc. 
(ii) Management: it involves supervisory treatment, participation, 
rewards and punishment, praises and blames etc. 
(iii) Social relations: It refers to neighbours, friends and associates, 
attitude toward people in community etc. 
(iv) Personal adjustment which means emotionality, health, home and 
living conditions etc. 
It is difficult task to provide on the job satisfaction to the 
employees due to two reason. Firstly the principle difficulty that lies in 
meeting needs for social contracts, self expression and psychological 
security. Fulfilling these needs involve action participation it depends 
upon the initiative of worker himself. A manager cannot put pressure to 
its worker to enjoy his associate, be dependent, take pride in his work 
and confident of his future, a manager can only create an environment 
in which such feeling can flourish. 
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Secondly on the job satisfaction may arise only when men do 
their work which are necessary to accomplish the company's goals. 
The sequence of events may not follow that a manager first assures 
worker satisfaction and then hopes that the happy workers will decide 
to do the tasks which are assigned to them, it means a satisfied need 
does not motivate behaviour. 
Satisfaction may arises either directly or indirectly from the 
work. This distinction has an important bearing on how a manager 
seeks to motivate his subordinate and as a result of it, the work itself 
can be satisfying to them. A sense of achievement, for example arises 
from doing a job well when a man performs an assignment and at the 
same time satisfies his basic needs, we say that he enjoys directly on 
the job satisfaction. In such a case it is the work itself and the normal 
relation with other people at work that provide satisfying experiences. 
Locke (1976) stated that job satisfaction as a pleasurable positive 
state resulting from one's job and job experience individuals will show 
pleasurable positive attitudes when they are satisfied with their job. 
Drever (1956) described job satisfaction "as end state of 
feeling." In this definition the use of word end state emphasizes that 
the feeling experienced by an individual after accomplishing the task 
or activity that has taken place whether it is highly individualistic 
effort or a collective endeavour in completing the task. The tasks or 
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activities could be minute or large. They could be easily observable or 
could be just experienced. But in all cases they could be satisfying 
certain need. The feeling might be positive or negative depending upon 
whether the need is satisfied or not and could be a function of the 
efforts of the individual on the one hand and situational opportunities 
available to him on the other hand. 
It is also observed from the review of the literature that the term 
job satisfaction has been used differently by different investigators. 
They used the term like 'morale' 'motivation' and job satisfaction 
interchangeably in different studies (Milton 1956). 
The concept of morale and job satisfaction are closely related to 
each other both refer to positive emotional states which may be 
experienced by employees voicing the same concern. Viteles (1953) 
defined as moral is an attitude of satisfaction with desire to continue in 
and willingness to strive for the goals of a particular group of 
organisation." It becomes evident from this definition that morale is 
future oriented, while satisfaction is more present and past oriented 
morale is often group based on a sense of a common purpose and belief 
that group goals can be attained and are compatible with individual 
goals while satisfaction typically refers to the appraisal made by an 
individual regarding his job situations. 
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Kahn and Katz (1953) suggested that the morale comprising 
three dimensions viz. satisfaction wdth the job, satisfaction with the 
supervisor and satisfaction with the organisation/company/enterprises. 
Gordon (1953) on the basis of factor analysis of series on moral and 
need satisfaction has derived these factors— general satisfaction, 
recognition of status, self respect and an undefined factor. 
Singh (1990) pointed out that the job satisfaction is part of life 
satisfaction. The nature of one's environment off the job. Similarly, a 
job is an important part of life, job satisfaction influences one's general 
life satisfaction as an effective reaction feeling of employees with job, 
supervision, coworkers, salary/pay and his/her current and future 
career progress. The causes of employees satisfaction are restricted to 
implant factors alone but they sum the whole gamut of men's need and 
aspirations. 
Many researchers attempted to develop theoretical approach and 
models to explain the phenomenon of job satisfaction. These models 
and approaches are considered as basis of one's satisfaction and work 
motivation. Although, job satisfaction and work motivation are closely 
related, but they are not the same, work motivation tells us that why 
one person works harder and persists longer than another in the same 
environment in order to attain his goal. Where as, job satisfaction of 
one's need or feeling of contentment as related to the work experience. 
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Job satisfaction can be seen in terms of outcomes or rewards which an 
individual achieves. 
Researchers were more concerned to study the factors that lead 
to satisfaction/dissatisfaction with their jobs, therefore it was most 
attractive topics of research in the area of industrial/organisational 
behaviour during last few decades and even today. Sinha (1974) states 
"importance of satisfaction in work can't be minimized. Greater job 
satisfaction is likely to lead eventually to a more effective functioning 
of individual and the organisation as a whole. Infact working life is to 
be evaluated not simply in terms of the amount of goods turned out, the 
productive efficiency and the profit brings, but also in terms of the 
satisfaction which participants derive from it." 
Similarly, Likert (1961) viewed that job satisfaction and other 
satisfaction derived by the members of organisation as one of the 
criteria for evaluating the effectiveness of organisation. 
It is observed in research literature that the terms job satisfaction 
attitude and job satisfaction are used interchangeably by some 
investigators. But a closer analysis of these two terms may reveal that 
they measure two different anchor points. Attitudes are predisposition 
that make the individual to behave in a characteristic way across 
situations. They are processors to behaviour and determine its intensity 
and direction. Where as the job satisfaction is an end state of feeling 
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which may influence subsequent behaviour. In this respect job 
attitudes and job satisfaction may have something in common. As far 
as behaviour is concerned, attitude would initiate it while job 
satisfaction would result from it. 
Davis (1981) stated that job satisfaction expresses the degree of 
congruence between one's expectations of the job and reality that the 
job provide." Its presence is reflected in certain positive and its 
absence is reflected in certain negative behaviour of the employee in 
workplace. Fulfilling of different expectations form job consequently 
generates job satisfaction (Viteles 1954) and certain positive attitude of 
the employees (Blum and Naylor 1968) while negative attitudes 
generate dissatisfaction (Vroom 1964). Locke (1976) in his path-Goal 
theory of motivation has mentioned of an emotional state synonymous 
to satisfaction through goal achievement, the feedback which 
stimulates the work motivation. 
According to Reddy and Rajasekhar (1991) job satisfaction is a 
general attitude which is the result of many specific attitudes. The 
amount of satisfaction derived from one's present job satisfaction. 
Further, it is essential to make a distinction of job satisfaction 
from job climate and job involvement. According to Wall (1973) job 
satisfaction is an effective or evaluative state while the concept of 
climate is a descriptive, cognitive, and non-evaluative construct. This 
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classification is further emphasized in the work of James and Jones 
(1974), Locke (1976), Payne and Pugh (1976) and Payne, Fineman, 
and Wall (1976). LaFallette and Sims (1975) and Schenider and Snyder 
(1975) emphasized similar explanation and made distinction between 
job satisfaction and climate. However, Hellrigell and Slocum (1974) 
have suggested that a dynamic relationship exists between job 
satisfaction and climate. 
Vroom (1964), postulated a model of job satisfaction which 
reflects valence of the job for its incumbent. He argued that the 
strength of the force on a worker to remain on his job is an increasing 
function of valence on his job. 
Stogdill (1959) has stated that the "output" of organisations are 
group integration, production and morale. Moreover, satisfaction of 
individual expectations results in group integration and cohesiveness 
but is not necessarily to production are vital function of group 
structure. Therefore, there should be clearly defined relationship 
between degree of job satisfaction and quality or quantity of job 
performance. 
The explanation of job satisfaction as in terms of an output or 
dependent variable may be seen in the work of Katzell. Bartlett, and 
Parker (1961) and of Locke, Smith, Kendall, Hulin and Miller (1964). 
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The explanation of job satisfaction may be described in the light 
of motivation theories proposed by Maslow (1943) as man has five 
different classes of need, and that these needs are arranged in a 
hierarchy of prepotency. The less potent need at moment do not come 
to govern behaviour until the more potent are fulfilled. Moreover, the 
jobs which provide more satisfaction of the Maslow needs would be the 
job that would result in greater satisfaction. 
Herzberg (1959) argued that job satisfaction depends on 
motivator factors. Dissatisfaction on the other hand relates to hygiene 
factors, it means that the good hygiene factors present dissatisfaction 
but do not promote positive satisfaction. 
Herzberg gave explanation regarding job satisfaction and 
dissatisfaction. No doubt his explanation received much attention and 
became more popular in organisation behaviour particularly among 
personnel managers. He formulated two classes of work variable viz. 
satisfies and dissatisfirs. Satisfirs are those things which lead to job 
satisfaction; they are generally job content factors or "motivators". 
Dissatisfies are those things which result in job dissatisfaction, they 
are generally job context or hygiene factors. 
Studies carried out by many investigators revealed that there 
were positive correlation between worker's job satisfaction and their 
attitudes towards the organisation and its management, the nature of 
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their job, the financial rewards, the promotion opportunities, the 
attitude of supervisors towards workers, job status, job security and 
organisational climate (Harrison 1961; Vroom 1964; Srivastava 1985; 
Akhtar 1992). Personal attitudes and background variables like age, 
sex, education, seniority, marital status, level of skill and efficiency, 
income etc. have little influence on job satisfaction (Leans & Anderson 
1972; Johnson 1974; Kathreson 1987). 
Super (1939) Dwivedi and Pestonjee (1975) found age to be 
curvilinearly and significantly related with job satisfaction. But 
according to Kornhauser and Charp (1932) and Sinha (1958) no 
relationship was found between age and job satisfaction." The study by 
Singh and Ojha (1989) reveals curvilinear relationship between job 
satisfaction and experience. Kaur (1984) did not find any such 
relationship. 
Independent variable such as education, age, experience monthly 
income etc. have been examined by researchers in relation to job 
satisfaction. The trend emerging from studies showed positive 
relationship between age and job satisfaction (Herzberg et al. 1957) 
and negative relationship between education and job satisfaction (Klein 
& Maher 1966; 1968, Lawarence 1972; Currell & Elbert 1974). 
Agarwal (1980) reported that the first line managers who had 
more formal education, who were younger, and had less work 
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experience had more favourable attitude towards management, 
supervision, subordinates and human relation in the company. 
Sharma and Kapoor (1978) observed that job level, age, salary, 
and experience were found to be positively related to job involvement 
while education was negatively related with the same. 
Pathak (1977) has observed that among public sector bank 
employees job satisfaction increased with age and education. However, 
positive relationship between education and job satisfaction who 
observed only among lower level employees. 
Joshi (1999) reported that employees monthly income was found 
to be significantly correlated with job satisfaction. He also explored 
that employees' work involvement and job satisfaction were not 
significantly related but they have inverse relationship. 
Singh and Priya (1997) studied the sample of bank employees 
and explored that the employees who are satisfied with their job are 
found to differ in certain aspect of personalities than those who are 
satisfied. 
Patel (1999) studied the sample of bank employee and explored 
that nationalized bank employees exhibited higher job satisfaction 
than co-operative bank workers. 
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Different researchers accepted the fact that satisfied worker are 
well adjusted who may be expected to perform well as compared to 
those who suffer from problem of adjustment. The study of Sinha and 
Singh (1961) points out that highly satisfied workers have higher 
efficiency rating as well. Being well adjusted on the job, the satisfied 
worker is sure to perform better. In other words, a worker with better 
job satisfaction tends to be better adjusted on the job in his home, 
social and emotional areas. 
Hakim (1993) reported that the satisfaction performance 
relationship in variable associated with the adjustment of worker with 
their colleagues and supervisory staff. 
Irhs and Bartlett (1972) remarked that job satisfaction is 
contributing factor for over all life satisfaction of the workers. 
Job satisfaction has also been studied in relation to 
organisational climate. The studies reviewed revealed that autonomy 
and participation have been positively related to general satisfaction 
and satisfaction with work, pay, supervision, co-workers, promotion, 
and growth (Spector 1986). 
Frieler and Margulies (1969) have studied perception of climate 
wdth three dimensions of job satisfaction in a sample of rank and file 
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workers. They found that each of the three satisfaction dimensions 
was associated with a climate high in trust and low in hindrance. 
Pritichard and Kararick (1973) have studied job satisfaction with 
several dimensions of climate. They reported co-operation, the social 
relations structure, level of reward, achievement, performance-reward 
dependency, flexibility and innovation, and supportiveness as 
positively relation while status polarization and centralization of 
decision making are negatively related with job satisfaction. Where as 
autonomy and satisfaction have not been found related. 
Srivastava and Pratap (1964) studied job satisfaction and 
organisational climate among executives and supervisors, reported a 
significant positive relationship between the overall climate and job 
satisfaction. Job satisfaction was also found related to various 
individual dimensions of organisational climate such as leadership, 
communication, interaction, influence in decision making, goal-setting 
and control. 
Neelam Rai et al. (1994) attempted to investigate the role of 
socio-economic status on job satisfaction of workers in coal miners 
whose age range was between 40 to 50 years. The scores of the workers 
were obtained on SES questionnaire and job satisfaction. The result 
showed that high middle and low economic group did not differ 
significantly in terms of their job satisfaction. The socio-economic 
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Status did not have different effects on job satisfaction of the workers. 
The workers of all the economic group showed dissatisfaction with 
their working condition in coal miners. 
Job satisfaction/dissatisfaction is often included in stress 
research as consequence of stress. A negative relationship between 
stress and satisfaction has been reported (Vansell et al. 1981, Jackson 
& Schuler 1985). Where as Hamner and Tosi (1974) have found a 
positive correlation between role conflict and threat and anxiety and 
insignificant relaTionship between satrrfactroit-attd-eenfUet:— 
Keller (1975) found that role conflict is negatively related to 
satisfaction with work and with co-workers. 
Similarly Vansell et al. (1981) reported no consistent trend has 
yet emerged on the relationship of role ambiguity and job satisfaction. 
Some studies have reported a negative relationship between role 
ambiguity and job satisfaction Beehr et al. (1976); Caplan et al. (1975); 
Green (1972); where as other investigators reported insignificant 
relationship between the two (Brief & Aldag, 1976; Invancevich & 
Donnelly 1974). 
Jagdish (1983) reported that supervisors' job satisfaction was 
significantly (positively) correlated with the mental health and also 
found the relationship between occupational stress and job satisfaction. 
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He reported that the continuously increased with the accumulation of 
occupational stress variable. It was concluded that employees job 
satisfaction significantly moderated the occupational stress and mental 
health relationship. 
Singh (1987) conducted study on computer professionals and 
found that managers of private computer organisation scored high on 
both overall job satisfaction and stress as compared to their 
counterparts in public sector organisation. Further, managers of private 
computer organisation scored higher on job area, management area on 
the job, overall job satisfaction, inter-role distance, role expectation 
conflict, personal inadequacy and overall role stress than managers 
working in public sector. 
Alam (1997) found that there was no significant difference 
between private public sectors executives on the dimensions of Job-
satisfaction like management, personal adjustment and serial relation. 
Jagdhish and Singh (1997) obtained a significant relationship 
between job satisfaction and occupational stress. 
Sarit and Asnani (1998) examined the nature of work 
environmental stress and job satisfaction among scientists. It was 
found that majority of scientists were highly satisfied in all the four 
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dimensions of job satisfaction, namely, job, management, personal 
adjustment and social relations. 
Mehra and Mishra (1999) studied job satisfaction and 
occupational stress of a sample of 250 blue collar industrial workers of 
Uptron India Ltd. They reported integration of personality his 
moderating effect on the intrinsic job satisfaction and occupational 
stress relationship. 
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HYPOTHESES: 
In the light of research literature reviewed and keeping the 
objectives of present research in mind, it is imperative to mention that 
to carry out any scientific investigation there is need to formulate 
hypotheses. Because it is useful in drawing inferences regarding the 
population of interest. The present research is an attempt to find out 
the influence of occupational stress, organisational climate and job 
satisfaction of Managers, Engineers & Supervisors working in BCCL. 
The occupational stress and organisational climate are independent 
variables where as job satisfaction as dependent variable. 
Keeping the objectives of the present research into consideration 
the following null hypotheses have to be verified. 
Hoi There will be no significant difference between managers and 
engineers in terms of occupational stress. 
H02 There will be no significant difference between supervisors and 
engineers in terms of occupational stress. 
H03 There will be no significant difference between managers and 
supervisors in terms of occupational stress. 
H04 There will be no significant difference between managers and 
engineers in term of job satisfaction. 
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•Hos There will be no significant difference between managers and 
supervisors in terms of job satisfaction. 
Ho6 There will be no significant difference between engineers and 
supervisors in terms of job satisfaction. 
H07 There will be no significant difference between managers and 
engineers in terms of organisational climate. 
Hog There will be no significant difference between supervisors and 
engineers in terms of organisational climate. 
H09 There will be no significant difference between managers and 
supervisors in terms of organisational climate. 
Hoio High and low level of occupational stress will have equal effect 
on job satisfaction of managers. 
Hoii High and low level of occupational stress will have equal effect 
on job satisfaction of engineers. 
H012 High and low level of occupational stress will have equal effect 
on job satisfaction of supervisors. 
H013 High and low level of organisational climate will have equal 
effect on job satisfaction of managers. 
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Hoi4 High and low level of organisational climate will have 
equal effect on job satisfaction of engineers. 
Hoi5 High and low level of organisational climate will have equal 
effect on job satisfaction of supervisors. 
H016 There will not be significant difference between high stress 
groups of managers and engineers in terms of job satisfaction. 
H017 There will not be significant difference between high stress 
groups of managers and supervisors in terms of job satisfaction. 
H018 There wall not be significant difference between high stress 
groups of engineers and supervisors in terms of job satisfaction. 
H019 There will not be significant difference between high stress 
groups of managers and engineers in terms of job satisfaction. 
H020 There will not be significant difference between high stress 
groups of managers and supervisors in terms of job satisfaction. 
H021 There wdll not be significant difference between high stress 
groups of engineers and supervisors. 
H022 There will not be significant difference between high perceived 
climate groups of managers and engineers in terms of job 
satisfaction. 
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Ho23 There will not be significant difference between high perceived 
climate groups of managers and supervisors in terms of job 
satisfaction. 
H024 There will not be significant difference between high perceived 
climate groups of engineers and supervisors in terms of job 
satisfaction. 
H025 There will not be significant difference between low perceived 
climate groups of managers and engineers in terms of job 
satisfaction. 
H026 There will not be significant difference between low perceived 
climate groups of managers and supervisors in terms of job 
satisfaction. 
H027 There will not be significant difference between low perceived 
climate groups of engineers and supervisors in terms of job 
satisfaction. 
K^hapter 1J 
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METHODOLOGY 
In behavioural sciences the researcher has to make scientific 
endeavour while contemplating scientific investigation has to ascertain 
several facts related to the designing of study, sample selection and 
analyses of data in an objective manner. A research investigation 
cannot be called scientific unless it is carried out in a systematic and 
planned manner. It is prerequisite for any scientific investigation to 
take into consideration the experimental design of the proposed study 
so as to carryout the research in a planned and systematic manner. 
Selltiz et al. (1962) stated that the "research design is the assignment 
of conditions for collection and analysis of data in a manner that aims 
to combine relevance to the research purpose with economy in 
procedure." Thus, a research design can be considered as blueprint for 
collection, analysis and interpretation of the data. 
For conducting any scientific research there is need to select 
standard tools, and tests, identifying adequate samples by using 
suitable sampling techniques, adequate procedures for collecting data 
and using appropriate statistical methods for analysis of the data. These 
are necessary steps to be employed for the predictions and drawing 
inferences. 
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Subscribing the requirements of conducting a scientific 
research, the present study is an attempt to find out the influence of 
occupational stress and organisational climate on job satisfaction of 
managers, supervisors and engineers of Bharat Coking Coal Limited 
(BCCL). The following procedure have been adopted for the present 
investigation. 
Sample: 
The social science researchers often face problem on deciding 
the size of sample of the study. The sample size plays an important role 
in gathering information from the respondents and suitable statistic can 
be applied when sample size is adequate so that the generalizebility of 
the results would also increase. There is no clear cut rule in deciding 
the sample size for analysing the results. But its relevance is very much 
linked with the variables which have been taken for study. 
Sample is the small portion of population and sampling is 
process through which sample is selected by applying appropriate 
method. According to Mohsin (1984) sample is a small part of existing 
events, objects or the informations. Kerlinger (1983) stated that 
"sampling is taking any portion of population or universe or 
representative of that population or universe." In this regard sample is 
selected for observation, by doing observation on the selected sample it 
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is easy to draw inferences and generalised the whole population from 
which sample has been drawn. 
The survey of literature revealed the fact that BCCL have been 
rarely researched. For this reason it motivated the present investigator 
to conduct studies on the lower and middle level executives of BCCL. 
So far as the data collection of this research was concerned the chief 
HRD manager was consulted and the permission was granted to 
conduct a study purely for academic purpose. The HRD manager 
extended his co-operation in gathering information from the employees 
designated as managers, engineers and supervisors. The purposive 
random sample technique was used. The investigator approached the 
respondents and requested them to co-operate and spare some time to 
give their responses on various scales. 
The sample breakup is as follows: 
Groups N 
Managers 
Engineers 
Supervisors 
110 
90 
110 
Total = 
-f y V^ ' .V. 
- ,^A..di^V^- 310 
- I X 
Tools Used: \' \ Ace. No. 
The psycholoi^talh^§ts_,jar-^,.!d^eloped to measure human 
behaviour objectively. Since human behaviour is so complex, 
therefore, it is difficult to assess all the aspects of behaviour by using a 
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single test. Among the various psychological tests and tools the 
questionnaire method is considered most appropriate technique to 
gather information. In this study three psychological tools in the form 
of questionnaire were used which are as discussed below: 
Occupational Stress Index: 
The first scale which was administered to gather information is 
occupational stress index which was developed and standardized by 
Srivastava and Singh (1981). The scale consists of 46 items, each to be 
rated on five point scale ranging on a continuum of strongly agree, 
agree, uncertain, disagree and strongly disagree. Out of 46 items 28 are 
'true keyed' and rest 18 are 'false-keyed.' The item related to almost all 
relevant components of the job life which cause stress in same way or 
the other, such as, role overload, role ambiguity, role conflict, group 
and political, pressure responsibility for persons, under participation, 
powerlessness, poor peer relations, intrinsic impoverishment, low 
status, strenuous working conditions, and unprofitability. 
The reliability of the occupational stress index determined by the 
computation of alpha co-efficient was .90. The internal consistency of 
the test was .93 determined by the odd even method. Index of 
homogeneity and internal validity of individual items was determined 
by computing point biserial co-efficient of correlation. The values of 
co-efficient of correlation ranged from 0.36 to 0.59. 
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Organisational Climate Scale: 
This scale was developed by Singh (1989). The scale contains 
31 items and all the items are to be rated on five point rating scale 
ranging on the continuum of highly satisfied to highly dissatisfied. It is 
divided into 9 dimensions and all the 9 dimensions of organisational 
climate are sought to be measured. These dimension are professional 
help, formalization, professional management, organisational risk 
taking, standardization, people orientation, centralization, formalized 
communication and concern for welfare. The scale is reported highly 
reliable and valid, standard alpha reliability and content validity are 
established. 
Job Satisfaction Scale: 
The job satisfaction scale developed by Singh (1989) was used to 
measure job satisfaction of middle level executives. It contain 20 items 
and each item to be rated on five point scale ranging on the continuum 
of highly satisfied to highly dissatisfaction. The reliability of the test is 
.96 and its content and concurrent validity was established. 
Statistics used: 
Selection of suitable statistical method depends upon the type of 
data and design of proposed research. In the present study independent 
variables are occupational stress and organisational climate where as 
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dependent variable is job satisfaction. For this very purpose other 
statistical method may also be used. Among the test which seems most 
appropriate to be applied in view of the nature of the data was the t-test 
(Guilford 1956). It is a parametric test and its applications required 
that certain assumptions be first fulfilled. On the basis of the 
observation it was believed that these assumptions were almost 
fulfilled. The t-test was therefore, preferred over other statistical 
methods in order to analyse data because it was found most suitable 
statistical method that serves the objectives of present research. By 
using t-test the differences existing between the groups formed on the 
basis of median will be determined. Keeping in view the major 
objective of this piece of research various comparison groups were 
formed on the basis of median. Thus, forming above and below median 
showing high and lows group to see the varying effects of independent 
variables on dependent variable. The data analysed by means of t-test 
have been presented in various Tables in the next chapter. 
msvms ^ (Discvssicm 
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RESULTS AND DISCUSSION 
The purpose of the present study as mentioned earlier was to 
investigate the influence of occupational stress and organisational 
climate on job satisfaction of Managers, Engineers and Supervisors 
working in BCCL (Dhanbad). The occupational stress and 
organisational Climate are independent variables where as the job 
satisfaction as dependent variable. To find out the significance of 
difference between the means of various comparison groups, 27 null 
hypotheses were formulated and for verification of the null hypothesis, 
the t-test was used. 
Keeping in view the objectives of present research, various 
comparison groups were formed on the basis of median. The high and 
low groups were formed to see the varying effect of independent 
variables on job satisfaction. The data analysed by using t-test have 
been presented in various Tables. 
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TABLE 3.1 
Showing Means, S.Ds and t-value of Managers and Engineers on 
occupational stress 
Groups Compared 
Managers 
Engineers 
N 
110 
90 
Mean 
139.67 
151.39 
S.D. 
17.72 
13.6 
SEd 
2.21 
t-value 
5.25 P<.01 
As shown in the Table-3.1 above that the means, S.Ds of 
managers and engineers on occupational stress were found 139.67 and 
151.39, 17.72 and 13.60 respectively with t-value of 5.28. The mean of 
engineers was found significantly greater than the mean of managers. 
higher the mean score of engineers indicates greater degree of stress. 
Thus, the proposed null hypothesis (Hoi) was found to be rejected. The 
higher degree of stress in engineers may be attributed to their nature of 
task which they have to perform in coal-mines alongwith the workers 
and risks involved as related to the task seems to be significant factors, 
so that they experienced more stress than the managers. The engineers 
have to expedite their work under tense circumstances because their 
assignments involve greater risk complications. They often feel that 
working in coal-mines made their life cumbersome. Since they used to 
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work in dusty, and unhealthy atmosphere, and working in such 
conditions might to be contrary to their expectation so that the 
stress level is high in them. On the other hand the managers more often 
work in the office but sometimes they have to go for inspection in the 
coal-mines to observe ongoing work, their stay inside the mines is not 
much longer as compared to the engineers, therefore they experience 
low level of stress. 
The result obtained is supported by the study of Mohan & 
Chauhan (1999). They observed that higher executives experienced low 
stress where as the middle and lower executives experienced high 
degree of stress. 
TABLE 3.2 
Showing Means, S.Ds and t-value of Supervisors and Engineers on 
occupational stress. 
Groups Compared 
Supervisors 
Engineers 
N 
110 
90 
Mean 
169.55 
151.39 
S.D. 
32.55 
13.6 
SEd 
3.45 
t-value 
5.25 P<.01 
On an inspection of the above Table 3.2, the means, S.Ds of 
supervisors and engineers on occupational stress have been found 
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169.55 and 151.39, 32.55 and 13.60 respectively with t-vaiue of 
5.25 (P<.01). The mean occupational stress of supervisors was 
found significantly higher than the mean of Engineers. The two groups 
differed significantly in terms of their level of stress. Thus, the 
proposed null hypothesis (H02) stands rejected. The higher degree of 
stress among supervisors is due to the fact that the task of supervisors 
becomes very difficult because they have to supervise the entire work 
in progress and also deals with the problems of the workers which they 
face at the work place. The routine decisions as related to leaves and 
absenteeism are also taken by them. During the course of work 
sometimes the available informations relating to their job role and its 
outcomes are vague and insufficient so that they are likely to 
experience stress when it is not clear that what type of work and 
behaviour the higher authorities and colleagues expect from them. As a 
result of it the supervisors are more vulnerable to experience greater 
degree of stress when their work is not being recognised or when 
higher authorities give contradictory or time bound instructions and 
undue interference with their jurisdiction and working method and do 
not provide clear instructions and adequate facilities regarding new 
assignments entrusted to them. On the other hand engineers enjoy 
more power than the supervisors. Moreover, engineers participate in 
decision making process and set the target for the supervisors for 
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achieving the goals, therefore, the engineers are experiencing low 
degree of stress as compared to the supervisors. Since both the 
groups are assigned the tasks in coal-mines but the job of supervisors 
is of dyadic in nature than the engineers so that the stress level is found 
significantly higher than the engineers. 
Besides these factors, higher degree of stress among supervisors 
may be attributed due to the fact that the suggestions and co-operations 
are not sought in solving even those problems for which they can be 
quite competent. It has also been observed that the task of supervisors 
in BCCL are of monotonous in nature. They do not get ample 
opportunity to utilize their abilities and work related experience 
independently. The supervisors exhibited that their suggestions 
regarding the training programmes of employees are not given due 
significance and their decisions instructions concerning the assignment 
among employee are not adequately followed. The greater level of 
stress in supervisors may also be due to the fact that the immediate 
boss do not care for their self respect and higher authorities do not give 
due importance to their position and work. Thus, they feel that this has 
reduced their social status. They are rarely rewarded for their hard 
work and efficient performance. 
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TABLE 3.3 
Showing Means, S.Ds and t-value of Managers and Supervisors 
on occupational stress. 
Groups Compared 
Managers 
Supervisors 
N 
110 
110 
Mean 
139.67 
169.55 
S.D. 
17.72 
32.55 
SEd 
3.53 
t-value 
8.466 P<.01 
As indicated in the Table 3.3 the means, S.Ds of managers and 
supervisors on occupational stress were found 139.67 and 169.55, 
17.72 and 32.55 respectively with t-value of 8.466. The mean 
occupational stress of supervisors was found significantly higher than 
the managers. Thus, the proposed null hypothesis (H03) was rejected. 
The higher degree of occupational stress in supervisors is already 
discussed in Table 3.2. The result obtained is similar to that of 
Ganesan and Jonson (1992); Mishra and Jonson 1992, and Mishra and 
Semani 1993 they also reported higher degree stress among 
supervisors. 
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TABLE 3.4 
Showing Means, S.Ds and t-values of various comparison groups 
viz.; Managers, Engineers and Supervisors on Job satisfaction. 
Groups Compared 
Managers 
Engineers 
Managers 
Supervisors 
Engineers 
Supervisors 
N 
110 
90 
no 
no 
90 
no 
Mean 
71.472 
70.812 
71.472 
73.136 
70.812 
73.136 
S.D. 
9.451 
12.812 
9.451 
10.505 
12.812 
10.505 
SEd 
1.62 
1.347 
1.68 
t-value 
0.406 P>.05 
1.235 P>.05 
1.38 P>.05 
On an inspection of Table 3.4 when the mean Job satisfaction of 
managers was compared with the engineers, it was found that the two 
groups did not differ significantly in terms of their level of job 
satisfaction. Thus, the proposed null hypothesis (H04) is not be 
rejected. It is evident from the Table above that the difference between 
the mean job satisfaction of managers and mean Job satisfaction of 
engineers is negligible, it clearly shows that both the groups are almost 
equally satisfied with their job 
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When the mean Job satisfaction of supervisors and Engineers 
was compared. It was observed that the two groups did not differ 
significantly. Thus, the proposed null hypothesis (H05) is not to be 
rejected. As shown is the Table 3.4 that the mean job satisfaction of 
supervisors is slightly greater than the engineers. But the difference is 
insignificant. The trend of the result shows that the supervisors showed 
slightly greater satisfaction. The trend of the result showing slightly 
greater satisfaction in supervisors may be due to low educational 
qualification than the engineers. 
When the mean job satisfaction of managers and supervisors 
were compared it was found that the two groups did not differ 
significantly in terms of job satisfaction. Thus, proposed null 
hypothesis (Hoe) is not to be rejected. 
The managers, engineers and supervisors do not differ 
significantly in terms of their level of Job satisfaction and these three 
groups come in the category of moderately satisfied with their job 
because their mean scores lies between 59-76 as given in the manual, 
Singh (1989). 
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TABLE 3.5 
Showing Means, S.Ds and t-value of Managers and Engineers on 
organisational climate. 
Groups Compared 
Managers 
Engineers 
N 
110 
90 
Mean 
113.827 
109.562 
S.D. 
10.509 
14.523 
SEd 
1.82 
t-value 
2.343 P<.01 
As indicated in the Table 3.5 that means, S.Ds of managers and 
engineers on organisational climate were found 113.827 and 109.562, 
10.509 and 14.523 respectively with t-value of 2.343. The mean 
organisational climate of managers was found significantly greater than 
the mean of Engineers. Higher the mean score indicates more 
favourable perceived organisational climate. Thus, the proposed null 
hypothesis (H07) stands rejected. More favourable and cordial 
organisational climate as perceived by the Managers is due to the fact 
that the job assigned to them in this organisation is almost clearly 
defined and logically structured. Since the managers are on top of 
hierarchy of particular area of coal-mines, engineers and supervisors 
are subject to strict systematic, disciplined and control in the conduct 
of their official jobs, people are constantly watched by the managers 
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for obeying all the rules as related to their jobs. Employees have to 
ask managers before they do anything important. Such type of 
empowerment given to managers has changed their perception 
therefore they scored significantly high on organisational climate as 
compared to the engineers. 
TABLE 3.6 
Showing Means, S.Ds and t-value of Supervisors and Engineers on 
organisational climate. 
Groups Compared 
Supervisors 
Engineers 
N 
110 
90 
Mean 
136.22 
109.56 
S.D. 
19.44 
14.52 
SEd 
2.40 
t-value 
10.524 P<.01 
As shown in the Table 3.6 above the means, S.Ds and t-value of 
supervisors and engineers on organisational climate were found 136.22 
and 109.56, 29.44 and 14.52 respectively with t-value of 10.524. The 
mean organisational climate of supervisors was found significantly 
higher than the engineers. The higher the mean score indicates more 
favourable perceived organisational climate. Thus, the proposed null 
hypothesis (Hog) was found to be rejected. The supervisors scored high 
on organisational climate may be attributed to their cordial perception 
about organisation. Supervisors have access to all the information they 
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require for solving the problems and received and provide help in 
professional grov^^ h of each other. In such climate, supervisors 
always require to achieve or even excel the goals or targets set for 
them. It has also been observed that the supervisors are considered an 
specialists and experts in their fields, their knowledge and expertise are 
highly trusted and recognised because of given due emphasis on 
recognition and trust, the executives normally attempts to update his 
knowledge to excel and the experts that because his contribution to be 
equitably rewarded by the organisation. Such a climate also encourages 
a free flow of information for problem solving. 
TABLE 3.7 
Showing Means, S.Ds and t-value of Managers and Supervisors on 
organisational climate. 
Groups Compared 
Managers 
Supervisors 
N 
110 
110 
Mean 
113.827 
136.22 
S.D. 
10.509 
14.523 
SEd 
4.431 
t-value 
5.053 P<.01 
As indicated in Table 3.7 the means S.Ds and t-value of 
managers and supervisors on organisational climate were found 
113.827 and 136.22, 10.504 and 14.523 respectively with t-value of 
5.023. The mean organisational climate of supervisors was found 
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significantly higher than the mean of managers, higher the mean 
score indicates more favourable perceived organisational climate 
by the managers. Thus, the proposed null hypothesis (H09) stands 
rejected. More favourable organisational climate as perceived by 
supervisors in comparison to engineers is already discussed in Table 
3.6. 
To find out the effect of occupational stress on job satisfaction 
of managers, engineers and supervisors, each group was divided on the 
basis of median to form high and low occupational stress groups. And 
job satisfaction scores were analysed by using t-test to ascertain the 
significance of difference between the means, if any, among high and 
low occupational stress groups. 
TABLE 3.8 
Influence of high and low occupational stress on Job satisfaction of 
Managers. 
Groups Compared 
High Occupational 
Stress Group 
Low Occupational 
Stress Group 
N 
47 
54 
Mean 
67.30 
74.62 
S.D. 
4.98 
3.60 
SEd 
.88 
t-value 
8.31 P<.01 
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It is evident from the Table 3.8 that the means, S.Ds on job 
satisfaction scale of high and low occupational stress groups of 
managers, were found 67.30 and 74.62, 4.98 and 3.60 respectively with 
t-value of 8.31. The two groups of managers differ significantly in 
terms of job satisfaction. Thus, the proposed null hypothesis (Hoio) 
stands rejected. Low occupational stress group of Managers scored 
high on job satisfaction scale than the high occupational stress group. 
The result reveals that the high occupational stress group was found 
less satisfied with their job which is evident from the low mean job 
satisfaction scores. On the other hand the managers who scored low on 
occupational stress were found more satisfied. On the basis of the 
result obtained it may interpreted that the presence of higher degree of 
occupational stress is adversely affecting the level of job satisfaction. 
The result clearly shows that experiencing high occupational stress will 
lead to dissatisfaction. The decision making body must take into 
account that they should evolve some strategies to check the level of 
occupational stress if they desire more satisfied work force. 
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TABLE 3.9 
Influence of high and low occupational stress on Job satisfaction of 
Engineers. 
Groups Compared 
High Occupational 
Stress Group 
Low Occupational 
Stress Group 
N 
61 
21 
Mean 
59.28 
70.40 
S.D. 
16.308 
12.749 
SEd 
4.00 
t-value 
2.78 P<.01 
On an inspection of Table 3.9 that means, S.Ds of high and low 
occupational stress groups of engineers on job satisfaction were 59.28 
and 70.40, 16.308 and 12.749 respectively with t-value of 2.78. It was 
also found that the low occupational stress group of Engineers are 
more satisfied than the high occupational stress group. Both the groups 
differ significantly in terms of job satisfaction. Thus, the proposed null 
hypothesis (Hon) was rejected. The result obtained is similar which is 
already discussed in Table 3.8. 
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TABLE 3.10 
Influence of high and low occupational stress on Job satisfaction of 
Supervisors. 
Groups Compared 
High Occupational 
Stress Group 
Low Occupational 
Stress Group 
N 
57 
47 
Mean 
69.25 
75.55 
S.D. 
3.06 
4.45 
SEd 
.832 
t-value 
7.57 P < 0 1 
As shown in the Table 3.10 that the means, S.Ds of high and low 
occupational stress groups of supervisors on job satisfaction scale were 
found 69.25 and 75.55, 3.06 and 4.45 respectively with t-value of 7.57. 
It is clear from the Table above that the low occupational stress group 
are more satisfaction with their job than the high stress group. Both the 
groups differ significantly in terms of level job satisfaction. Thus, the 
proposed null hypothesis (Ho 12) is found to be rejected. 
The result obtained is similar which is already discussed in 
Tables 3.8 and 3.9. On the basis of the results obtained it may be said 
that the presence of high degree of occupational stress among 
Managers, Engineers and Supervisors clearly indicate that they are less 
satisfied. In contrast to those who scored low on occupational stress 
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found more satisfied. It means the presence of higher degree 
occupational stress emerged potential factor which adversely 
influenced the level of job satisfaction. 
To find out the effect of organisation climate on job satisfaction 
of Managers, Engineers and Supervisors, each group was divided on 
the basis of median to form high and low organisational climate 
groups. The job satisfaction scores were analysed by using t test to 
ascertain the significance of difference between the means, if any, 
among high and low organisational climate groups. 
TABLE 3.11 
Influence of high and low Organisational climate on Job 
satisfaction of Managers. 
Groups Compared 
High Organisational 
Climate Group 
Low Organisational 
Climate Group 
N 
57 
35 
Mean 
71.66 
69.857 
S.D. 
3.01 
2.38 
SEd 
0.568 
t-value 
3.186 P<.01 
It appears from Table 3.11 that the managers who scored high on 
organisational climate scale was found more satisfied with the job than 
those who secored low on organisational climate scale. The means of 
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the two groups differed significantly. Thus, the proposed null 
hypothesis (H013) stands rejected. It is now clear from the Table 
above that those who perceived organisational climate high and 
conducive are found more satisfied with their job than those who 
perceived organisational climate as low. On the basis of the result 
obtained it may be interpreted that the perception of organisational 
climate as favourable by the managers lead to satisfaction with their 
job as compared to those managers who perceived low are relatively 
less satisfied. 
Further it may be discussed that the organisational climate has 
influenced the level of job satisfaction of the managers. The 
management should have to keep constant vigilance in maintaining the 
organisational climate to the possible extent favourable to its 
employees. The same finding was found by Singh (1987), Ali and 
Akthar (1999). 
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TABLE 3.12 
Influence of high and low organisational climate on Job 
satisfaction of Engineers. 
Groups Compared 
High organisational 
Climate group 
Low organisational 
Climate group 
N 
47 
34 
Mean 
73.51 
70.88 
S.D. 
4.63 
3.28 
SEd 
.77 
t-value 
3.41 P<.01 
Referring to the Table 3.12. It was found that the engineers who 
scored high on organisational climate scale also scored high on job 
satisfaction scale as compared to those who scored low on 
organisational climate scale also scored low on job satisfaction scale. 
The means of the two groups was found to differ significantly at .01 
level. Thus, the proposed null hypothesis (H014) was found to be 
rejected. The result obtained is similar to groups compared as shown in 
Table 3.11. The mean difference obtained clearly shows that the 
engineers who perceived organisational climate more conducive are 
relatively more satisfied in comparison to the Engineers who scored 
low on organisational climate. 
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TABLE 3.13 
Influence of high and low organisational climate on Job satisfaction of 
Supervisors. 
Groups Compared 
High organisational 
Climate group 
Low organisational 
Climate group 
N 
71 
36 
Mean 
73.245 
71.382 
S.D. 
3.11 
2.18 
SEd 
.268 
t-value 
6.95 P<.01 
On an inspection of Table 3.13, it indicates that the mean job 
satisfaction of supervisors who perceived organisational climate as 
favourable was found significantly higher in comparison to those who 
scored low on organisational climate. The two groups of supervisors 
differ significantly in terms satisfaction level of their job. The 
proposed null hypothesis (H015) has been rejected. The trend of the 
result obtained is similar to the result obtained as shown in Tables 3.12 
& 3.13, it is not clear from the trend the result obtained that 
organisational climate when perceived as conducive or favourable by 
the employees irrespective of c^t©gtFr^|ita44^d to more higher degree 
of job satisfaction. ^. 
^w 
"^ v>^ -
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Pestonjee (1982) and Rajendran (1987), also obtained similar 
results that favourable organisational climate led to higher degree 
of job satisfaction. 
79 
Keeping the Stress level constant among various comparison 
groups of managers, engineers & supervisors it was intended to find 
out whether the High occupational stress influence the level of Job 
satisfaction of the groups to be compared shown in Tables 3.14. 
TABLE 3.14 
Showing the influence of High Occupational Stress (HOS) on level 
of job satisfaction of Managers, Engineers & Supervisors. 
Groups Compared N Mean S.D. SEd t-value 
High Occupational 47 67.30 4.98 
Stress Groups Managers 
4.88 1.64 P>.05 
High Occupational 61 59.28 16.30 
Stress Groups Engineers 
High Occupational 47 
Stress Groups Managers 
High Occupational 57 
Stress Groups Supervisors 
High Occupational 61 
Stress Groups Engineers 
High Occupational 57 
Stress Groups Supervisors 
67.30 
69.25 
59.28 
69.25 
4.98 
3.0 
16.30 
3.0 
.833 
4.52 
2.34 
2.20 
P<.01 
P<.05 
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When High occupational stress group of managers was 
compared with the high occupational stress group of engineers in 
terms of level of job satisfaction, it was found that high occupational 
stress group of managers scored high on job satisfaction scale than the 
high occupational stress group of engineers. Though the difference 
between the means of the two groups was found insignificant but the 
mean job satisfaction is definitely greater in high occupational stress 
group of managers. Thus, the proposed null hypothesis (Hoie) is not to 
be rejected. The difference between means of the two groups is larger 
but insignificant is due to the high value of S.D. in case of high 
occupational stress groups of engineers. As a result of it the SEd is 
unexpectedly high so that the t-ratio is affected. The trend of the result 
clearly indicates that managers are more satisfied than the engineers. 
Which may be due to their official hierarchy and enjoying more power 
and often used to work in the office and not in coal-mines. On the other 
hand the high value of S.D. shows that the response of engineers 
markedly differed and showing inconsistency meaning that there are 
extreme responses given by engineers on the tests. The low level of job 
satisfaction among engineers may be interpreted in terms of their 
working conditions and job related factors. 
When the mean job satisfaction of managers and supervisors 
were compared it was found that the supervisors scored significantly 
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high on job satisfaction scale than the Managers. The ^fference 
between the means of two groups is not much high but the value of 
SEd is very low showing much consistency in the responses of these 
two groups led to differ significantly in term of level of job 
satisfaction. Thus, the proposed null hypothesis (Hon) stands rejected. 
Supervisors are found more satisfied than the managers may be 
interpreted in the light of their role, expertise and other job related 
factors as discussed in Table 3.3. 
When the high occupational Stress group of engineers was 
compared with high occupational stress group of supervisors. The 
result yielded that the two group differed significantly. Thus, the null 
hypothesis (Hoig) is found to be rejected. The high job satisfaction and 
small value of S.D. in case of supervisors indicates that there is 
consistency in the responses given by supervisors on job satisfaction 
scale. But, on the other hand the greater value of S.D. in case of 
engineers clearly shows that the inconsistency in the responses given 
by engineers on Job satisfaction scale. 
The perusal of the mean of these three high occupational stress 
groups of managers, engineers & supervisors it is clear from the trend 
of the results that the supervisors are more satisfied than the managers 
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& engineers. Which is evident from the higher mean job 
satisfaction score. 
TABLE 3.15 
Showing influence of Low Occupational Stress (LOS) on level of 
job satisfaction Managers, Engineers & Supervisors. 
Groups Compared N 
Low Occupational 54 
Stress Groups Managers 
Low Occupational 21 
Stress Groups Engineers 
Low Occupational 54 
Stress Groups Managers 
Low Occupational 47 
Stress Groups Supervisors 
Low Occupational 21 
Stress Groups Engineers 
Low Occupational 47 
Stress Groups Supervisors 
Mean 
74.62 
70.40 
74.62 
75.55 
70.40 
75.55 
S.D. 
6.30 
12.749 
13.60 
4.45 
12.749 
4.45 
SEd 
2.82 
.813 
2.85 
t-value 
1.49 P>.05 
1.143 P>.05 
1.807 P>.05 
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The comparison of mean job satisfaction low occupational 
stress group of managers with the mean job satisfaction of low 
occupational stress group of engineers showed that the two groups did 
not differ significantly in terms of level job satisfaction. Thus, the null 
hypothesis (H019) is not to be rejected. The low occupational stress 
group of managers scored high on job satisfaction which is evident 
from their higher mean in comparison to low occupational stress group 
of engineers. 
When the mean job satisfaction of low occupational stress group 
of supervisors was compared with low occupational stress group of 
managers the difference between the means of two groups was found to 
be insignificant. Thus, the null hypothesis (H020) is not to be rejected. 
The mean difference between the two groups is very low and the 
smaller S.Ds of both the groups show greater consistency in the 
responses given on job satisfaction scale. The trend of the result shows 
that the supervisors are relatively more satisfied with their job in 
comparison to managers. 
The comparison of mean job satisfaction of low occupational 
stress groups of engineers and supervisors, shows that the supervisors 
scored high on job satisfaction scale than the low occupational stress 
group of engineers. The difference between the means of the two 
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groups is found to be insignificant. Thus, the null hypothesis 
(H021) is not be rejected. Apparently the difference between the 
means of the two groups is larger but the difference ceased to be 
significant due to the extremely large value of S.D in case of low 
occupational stress group of engineers, which has led to the difference 
insignificant. 
The trend of the result obtained in high occupational stress group 
as well as in low occupational stress group remained almost appear 
alike. In case of high occupational stress groups the supervisors are 
more satisfied followed by managers and then the engineers. The same 
trend is evident in low occupational stress groups of supervisors, 
managers & engineers. 
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TABLE 3.16 
Showing the influence of High Organisational Climate (HOC) on 
level of job satisfaction of Managers, Engineers & Supervisors. 
Groups Compared N 
High Organisational 57 
Climate Groups Managers 
High Organisational 47 
Climate Groups Engineers 
High Organisational 57 
Climate Groups Managers 
High Organisational 57 
Climate Groups Supervisors 
Low Organisational 47 
Climate Groups Engineers 
Low Organisational 57 
Climate Groups Supervisors 
Mean 
71.66 
73.51 
71.66 
73.245 
73.51 
73.245 
S.D. 
3.01 
4.63 
3.01 
3.11 
4.63 
3.11 
SEd 
.77 
.56 
.78 
t-value 
2.40 P<.01 
2.83 P<.01 
.33 P>.05 
The engineers who scored high on organisational climate also 
scored high on job satisfaction scale in comparison to the managers 
who scored high on organisational climate. The mean job satisfaction 
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of engineers was found significantly higher than the mean job 
satisfaction of managers. The two groups differed significantly 
with respect to their level of job satisfaction (t=2.40, P<.05). Thus, the 
null hypothesis (H022) stands rejected. 
When mean job satisfaction of high organisational climate group 
of supervisors was compared with high organisational climate group of 
managers. It was found that the supervisors mean job satisfaction was 
significantly higher than the managers. The two groups differed 
significantly. Thus, the null hypothesis (H023) was found to be 
rejected. The satisfaction level in high is supervisors which is evident 
from its higher mean. 
When mean job satisfaction of high organisational climate 
groups of engineers and supervisors were compared it was observed 
that the means of the two groups did not differ significantly. Thus, the 
null hypothesis (H024) is not be rejected. The mean job satisfaction of 
these two groups are almost similar as shown in Table 3.15. 
The equal mean job satisfaction of these two groups indicates 
that the high organisational climate group of engineers and supervisors 
are equally satisfied with their job. The difference could not be found 
out may be due to almost similar working conditions and encountering 
similar problems, while working in coal-mines. ' ' 
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TABLE 3.17 
Showing the influence of Low Organisational Climate (LOC) on 
level of job satisfaction of Managers, Engineers & Supervisors. 
Groups Compared 
Low Organisational 
Climate Groups Managers 
Low Organisational 
Climate Groups Engineers 
High Organisational 
Climate Groups Managers 
High Organisational 
N 
35 
34 
57 
57 
Climate Groups Supervisors 
Low Organisational 
Climate Groups Engineers 
Low Organisational 
47 
57 
Climate Groups Supervisors 
Mean 
69.857 
70.88 
7L66 
73.245 
73.51 
73.245 
S.D. 
2.38 
3.28 
3.01 
3.11 
4.63 
3.11 
SEd 
.69 
.56 
.78 
t-value 
1.48 P>.05 
2.83 P<.01 
.33 P>.05 
When the mean job satisfaction of low organizational climate 
group of engineers was compared with the mean job satisfaction of low 
organisational climate group of managers. The result revealed that the 
managers and supervisors did not significantly in terms of their level of 
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job satisfaction. The mean difference between these two group is 
almost equal showing that these two groups are equally satisfied 
with their job. Thus, the null hypothesis (H025) is not be rejected. 
Almost similar trend was found when the mean job satisfaction 
scores of. low ogranisational climate groups of engineers and 
supervisors were compared, it was found that these two groups did not 
differ with respect to their level of job satisfaction. Thus, the null 
hypothesis (H026) is found not to be rejected. The level of job 
satisfaction are almost equal in both the groups, which is evident from 
the means of these comparison groups. The difference could not be 
observed may be interpreted that the engineers and supervisors are 
working in the same environment in coal-mines. Therefore, the 
difference between the two groups ceased. 
When the mean job satisfaction of low ogranisational climate 
groups of managers and supervisors were compared, it was observed 
that the mean job satisfaction of these two groups are not much larger, 
but the two groups are found to differ significantly at .05 level. Thus, 
the proposed null hypothesis (H027) is found to be rejected. Inspite of 
little difference between the means of these two groups, SEd for these 
two groups was found .54 therefore, the small difference of the means 
of the two groups was found significant at 0.5 level. Apparently the 
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difference between the means of these two groups, is small. The 
supervisors mean job satisfaction is grater than the mean job 
satisfaction of managers. It means that the supervisors are relatively 
satisfied with their job which is evident from their higher mean job 
satisfaction scores. The higher mean job satisfaction among 
supervisors is already discussed in Table 3.16. 
W 
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CONCLUSION & SUGGESTIONS 
The results presented in the earlier chapter analysed and 
discussed in the light of the related studies carried out in the past. A 
total of 27 null hypotheses were formulated and each hypothesis was 
tested to meet the objectives of present research. Each null hypothesis 
has been dealt separately, the results obtained and its discussions has 
been presented in various Tables. Out of 27 null hypotheses 17 were 
rejected and 10 were found not to be rejected. The results obtained for 
various comparison groups and specific conclusion as per the research 
objectives are as under. 
When the managers and engineers were compared on 
occupational stress, it was found that both the groups differed 
significantly in terms of occupational stress. Engineers 
experienced more stress than the managers. 
When supervisors and engineers were compared on occupation 
stress, it was observed that both the groups differed 
significantly. Supervisors experienced greater degree of stress 
than the engineers. 
Occupational stress among supervisors was found greater when 
compared with managers. Both the groups differed significantly. 
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When the managers, engineers and supervisors were compared in 
terms their job satisfaction the result yielded that these three 
groups did not differ significantly. All the three groups appeared 
almost equally satisfied with their job. 
When the managers and engineers were compared on 
organizational climate, it was found that both the groups differed 
significantly. Managers scored significantly high on 
organizational climate scale than the engineers. 
When the supervisors and engineers were compared on 
organizational climate, it was found that the supervisors 
perceived organizational climate more favourable than the 
engineers, both groups differed significantly. 
Supervisors perceived more farvourable organisational climate, 
when compared with the manager. The result revealed that the 
managers and supervisors differed significantly. 
When each group of managers, engineers and supervisors was 
divided on the basis of median to see the influence of high and 
low occupational stress on job satisfaction. The result yielded 
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that high occupational stress groups of managers differed 
significantly from low occupational stress group of managers. 
The high occupational stress group of engineers also differed 
significantly from low occupational stress of engineers. 
The high occupational stress group of supervisors was found to 
differ significantly with low occupational stress of supervisors. 
The result also revealed that the managers, engineers and 
supervisors scored high on occupational stress also showed low 
job satisfaction in comparison to the low occupational stress 
counterparts. 
To see the effect of organisational climate on job satisfaction, 
each group was divided on the basis of median to form high and 
low organisational climate groups. 
When we studied the influence of high and low organiational 
climate on job satisfaction of managers, it was found that high 
organizational climate group scored significantly high on job 
satisfaction scale. 
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When we compared the high and low organiational climate 
groups of engineers, it was found that high organisational climate 
group of engineers are more satisfied. 
High organisational climate group of supervisors was more 
satisfied when compared with low organiational climate group of 
supervisors. 
When the high occupational stress group of managers was 
compared with high occupational stress group of engineers it was 
observed that both the groups did not differ significantly with 
respect to job satisfaction. 
When the high occupational stress group of managers was 
compared the high occupational stress group of supervisors, it 
was found that both group differed significantly. 
High occupational stress of engineers differed significantly with 
high occupational stress group of supervisors. 
When low occupational stress group of managers was compared 
with the low occupational stress group of engineers, it was found 
that both the groups did not differ significantly. 
Low occupational stress group of managers did not differ 
significantly wdth low occupational stress group of supervisors. 
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Low occupational stress group of engineers too did not differ 
significantly with low occupational stress group of supervisors. 
When high organisational climate group of managers was 
comapred with high organisational climate group of engineers, it 
was found that both the groups differed significantly. 
High organisational climate group of managers differed 
significantly with high organizational climate group of 
supervisors. 
High organisational climate group of engineers did not differ 
significantly with high organisational climate group of 
supervisors. 
When low organisational climate group of managers was 
compared with low organisational climate group of engineers the 
result revealed that both the group did not differ significantly. 
Low organisational climate group of managers were found to 
differ significantly with low organisational climate group of 
supervisors. 
Low organisational climate group of engineers did not differ 
significantly v^th low organisational climate group of 
supervisors. 
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SUGGESTIONS: 
A psychological research throws light on some problem areas 
and in the process of conducting research the investigator observed 
many factors that came to know about the new frontiers which were 
unknown at the time of initiating present research. A research cannot 
be free from criticism because the investigator is impelled to ignore 
some of the important variables due to time constraints, and also taking 
into consideration the precious time of the respondents because data 
collection is undoubtedly a tedious job not only on the part of the 
researcher but much more on the respondent. Because of these 
constraints many variables remained unprobed. 
During the course of data collection the investigator found that 
the health related problems of employees working in BCCL if taken as 
variable could make this research more valuable. The investigator has 
taken the sample of lower and middle level executives viz.; managers, 
engineers and supervisors, it would be more valuable research if 
workers could also be included in the present investigation. 
Certain biographical variables vi2f. total work experience, 
number of dependents, birth order, age, etc. should also be included to 
identify their influence on job satisfaction of various comparison 
groups. 
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In the light of above mentioned unprobed areas related to present 
research it is suggested that the future study be conducted taking into 
consideration all these factors to be judged by other researchers. 
Chapter V 
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SUMMARY 
Subscribing the requirements of conducting a systematic and 
scientific investigation the present study was an attempt to find out the 
influence of occupational stress and organisational climate on job 
satisfaction of manager, engineers and supervisors working in BCCL. 
The occupational stress and organisational climate are the independent 
variables where as job satisfaction is dependent variable, keeping in 
view the purpose of present study in mind, each group of managers 
engineers and supervisors was dichotomized on the basis of median, 
forming high and low groups to see the influence of each independent 
variable on level of job satisfaction. A total of 27 null hypotheses were 
formulated and each null hypothesis was empirically tested to meet the 
objectives of present research by means oft-test. 
The first chapter of this thesis contains conceptual presentation 
of the variables under study and also incorporates the research studies 
conducted by early researchers having direct or indirect relevance with 
the present research. 
In chapter II, there are methodological and procedural 
presentation of conducting research. The sample of the present study 
comprising of managers, engineers and supervisors selected randomly 
from BCCL Dhanbad. The size of the sample is consisted of 310 lower 
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and middle level of executives. Three psychological tools were used. 
The tools administered to gather information were Occupation 
Stress Index developed and standardized by Srivastava & Singh (1981), 
Organisational Climate Scale developed by Singh (1989) and Job 
Satisfaction Scale developed by Singh (1989) individually on the 
respondents. 
The results and their interpretation are presented in chapter III. 
The groups formed on the basis of median were compared to see the 
influence of each independent variable on job satisfaction. The results 
revealed that managers, engineers and supervisors differed 
significantly from each other in terms of occupational stress. The 
occupational stress was found higher in supervisors then engineers and 
lowest in managers. 
When managers, engineers and supervisors were compared in 
terms of job satisfaction, it was found that the groups compared did not 
differ significantly from each other, on the basis of results obtained it 
may be interpreted that the three groups of lower and middle level 
executives are found almost of equally satisfied with their job. 
When managers, engineers and supervisors were compared in 
terms of organisational climate, the result revealed that these three 
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groups differed significantly from each other with respect to 
organisational climate. 
When we compared the high and low occupational stress groups 
of managers, engineers and supervisors with respect to job satisfaction, 
it was found that these three groups differed significantly from each 
other. 
High and low organisational climate groups of managers, 
engineers and supervisors differed significantly in terms of job 
satisfaction. 
The high occupational stress groups of managers and engineers 
did not differ in terms of their level of job satisfaction. The result 
further revealed that the high stress group of managers and supervisors 
differed significantly in terms of job satisfaction. The high 
occupational stress groups of engineers and supervisors also differed 
significantly with respect to job satisfaction. 
When the level of job satisfaction of high organisational climate 
groups of managers, engineers and supervisors were compared, it was 
found that managers and engineers, managers and supervisors are 
found to differ significantly on job satisfaction. But the engineers and 
supervisors did not differ significantly in terms job satisfaction. 
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"When the level of job satisfaction of low organisational climate 
groups of managers, engineers and supervisors were compared, the 
results revealed that managers and supervisors differed significantly 
but managers and engineers, engineers and supervisors did not differ 
significantly in terms of their level of job satisfaction. 
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OCCUPATIONALAL STRESS INDEX 
Dear Respondent 
You are requested to put tick mark against each statement with which you have 
degree of agreement or disagreement. 
STATEMENT 
1- 1 have to do a lot of work in Strongly agree. Agree, 
this job. 
2- The available informaitons Strongly agree. Agree, 
relating to my job role and its 
outcomes are vague and 
insufficient. 
3- My different officers often give 
contradictory instructions 
regarding my works 
4- Sometimes it becomes 
complicated problem for me to 
make adjustment between 
political group pressures and 
formal rules and instructions. 
5- The responsibility for the 
efficiency and productivity of 
many employees is thrust upon 
me. 
6- Most of my suggestion are Strongly agree. Agree, 
heeded and implemented here. 
7-My decisions and instructions Strongly agree, Agree, 
concerning distribution of 
assignments among employees 
are pffoperly followed. 
Undecided, Disagree, Strongly disagree 
Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Undecided, Disagree, Strongly disagree 
Undecided, Disagree, Strongly disagree 
8-1 have to woric with persons of Strongly agree. 
my liking. 
9- My assignments are of Strongly agree. 
monotonous nature. 
Agree, 
Agree, 
Undecided, Disagree, Strongly disagree 
Undecided, Disagree, Strongly disagree 
10- Higher authorities do care for 
myself respect. 
I l-I get less salary in comparison 
to the quantum of my 
labour/work. 
12- I do my work under tense 
circumstances. 
13- Owing to excessive workload 
I have to manage with 
insufficient number of 
employees and resources. 
14-The objectives of my work-
role are quite clear and 
adequately planned 
15-Qfficials donot interfere with 
my jurisdiction and working 
methods. 
16-1 have to do some work 
unwillingly owing of certain 
group/political pressures. 
17-1 am responsible for the fiiture 
of a number of employees 
18-My co-operation is frequently 
sought in solving the 
administrative or industrial 
problems at higher level. 
19-My suggestions regarding the 
training programme of the 
employees are given due 
significance. 
20-Some of my colleagues and 
subordinates try to defame and 
malign me as unsuccessful 
21-1 get ample opportunity to 
utihze my abilities and 
experience independently 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
22-This job has enhanced my 
social status. 
23-1 am seldom rewarded for my 
hard labour and efficient 
performance. 
24-Some of my assignments are 
quite risky and complicated 
25-1 have to dispose oflF my work 
hurriedly owing to excessive 
workload. 
26-1 am unable to perform my 
duties smoothly owing to 
uncertainty and ambiguity of 
the scope of my jurisdiction 
and authorities. 
27-1 am not provided with clear 
instructions and sufficient 
&cilities regarding the new 
assi^mients trusted to me. 
28-In order to maintain group-
coivformity sometimes I have 
to do/produce more than the 
usual. 
29-1 bear the great responsibiUty 
for the progress and prosperity 
of this organization. 
30-My opinions are sought in 
jframing important policies of 
the Organization/Department. 
31-Our interests and opinion are 
duly considered in making 
appointments for important 
posts. 
32-My colleagues do co-operate 
with me voluntarily in solving 
administrative and industrial 
problems. 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree, Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree, Agree, Undecided, Disagree, Strongly disagree 
Strongly agree, Agree, Undecided, Disagree, Strongly disagree 
Strongly agree, Agree, Undecided, Disagree, Strongly disagree 
33-1 get ample opportunity to 
develop my aptitude and 
proficiency properly. 
34-My higher authorities do not 
give due significance to my 
position and work. 
35-1 often feel that this job has 
made my life cumbersome. 
36-Being too busy with ofBcial 
work I am not able to devote 
sufficient time to my domestic 
and personal problems. 
37- It is not clear that what type of 
work and behaviour my higher 
authorities and colleagues 
expect from me. 
38-Employees attach due 
importance to the official 
instructions and formal 
working procedures. 
39-1 am compelled to violate the 
forma and administrative 
procedures and policies owing 
to group/political pressures. 
40-My opinion is sought in 
changing or modifying the 
working system, instruments 
and conditions here. 
41-There exists sufficient mutual 
co-operation and team-spirit 
among the employees of this 
Organization Department. 
42-My suggestions and 
cooperation are not sought in 
solving even those problems 
for which I am quite 
competent. 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree, Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree, Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
Strongly agree. Agree, Undecided, Disagree, Strongly disagree 
43- Working conditions are Strongly agree, 
satisJ^ctoiy here from the 
point of view of our welfare 
and convenience. 
44-1 have to do such work as Strongly agree, 
ought to be done by other. 
45-It becomes difficult to Strongly agree, 
implement all of a sudden the 
new dealing procedures and 
policies in place of those 
already in practice. 
46- I am unable to carry out my Strongly agree, 
assigmnents to my satisfaction 
on account of excessive load 
of work and lack of time. 
Agree, Undecided, Disagree, Strongly disagree 
Agree, Undecided, Disagree, Strongly disagree 
Agree, Undecided, Disagree, Strongly disagree 
Agree. Undecided, Disagree, Strongly disagree 
ORGANISATIONAL CLIMATE SCALE 
Here, some of the situations have been given below and you are requested to read 
all statements carefiilly and assign a number against each statement in terms of 
your satisfaction/dissatisfaction in the manner given below:-
Give a score of '5' if you feel highly satisfied 
Give a score of '4' if you feel satisfied 
Give a score of '3' if you feel moderately satisfied 
Give a score of '2' if you feel dissatisfied 
Give a score of '1' if you feel highly dissatisfied 
1. Profess ional Help 
(1) Achieving goals a target set or excelling them is the main 
concern here. 
(2) Relevant information is made available to all those vsiio need 
it, and can use such information for achieving high 
performance. 
(3) The main concern of the people here is to help each other 
develop greater skills for advancement of the organization. 
(4) People here have concern for one another and help each other 
spontaneously when such help is needed. 
2. Formalization 
(5) Oiu" organization has a rigid set of rules and norms which we 
are supposed to follow strictly. 
(6) Officials and employees are subject to strict systematic 
discipline and control in the conduct of their official jobs. 
(7) People are constantly watched for obeying all the rules 
pertaining to their jobs. 
(8) Sanctions for violating rules and procedures of the 
organization are severe. 
(9) The job assignments in this organization is clearly defined and 
logically structured. 
(10) Each post has clearly defined sphere of roles in legal sense. 
3. Professional Management 
(11) Here rewards and promotions are given on the basis of the 
merit of the candidate. 
(12) Those w^o can achieve results are highly trusted. 
(13) Knowledge and expertise are recognized and rewarded here. 
(14) The main concern of managers here is to develop specialized 
competence and expertise. 
(15) In this organization people are rewarded in proposition to the 
excellence in their job performance. 
(16) The specialists and experts are higWy trusted here. 
4. Organizational Risk Taking 
(17) The organization willingly takes a chance on a good idea 
(18) The organization prefers novel than safe and sure £^proach. 
(19) The organization encourages general orientation towards risk 
taking. 
(20) The organization takes some pretty big risks occasionally to 
keep ahead of the competition. 
5. Standardization 
(21) Most of my normal daily activities in the organization have 
rules and procedures statuig the way I am to perform them. 
(22) The maintenance of organizational norms and policies are the 
main criteria of success. 
(23) There are rules and regulations for handling any kind of 
problem which may arise in making most of the decisions. 
6. People Orientation 
(24) Philosophy of our management emphasizes human factors 
(how people feel etc.) 
(25) Management believes that if the people are happy, 
productivity will take care of itself 
7. Centi'dlization 
(26) Employees have to ask their superiors before they do almost 
anything important. 
(27) Even for small matters higher ups are consulted for jBnal 
answer, 
8. Formalized Communication 
(28) Any job policy related information is communicated to 
employees through established channels. 
(29) Instructions are issued here by bosses and are expected to be 
carried out without delay and protest. 
9. Concern for Welfare 
(30) Union management relations are cordial. 
(31) Management does every thing to ensure the well-being of the 
employees. 
JOB SATISFACTION SCALE 
INSTRUCTION: 
Here, some of the situations have been given below and you are requested to read 
all statements carefully and assign a number against each statement in terms of 
your satisfaction/dissatisfaction in the manner given below:-
Give a score of '5' if you feel highly satisfied 
Give a score of '4' if you feel satisfied 
Give a score of '3' if you feel moderately satisfied 
Give a score of '2' if you feel dissatisfied 
Give a score of' 1' if you feel highly dissatisfied 
1. Physical working conditions. 
2. The fi-eedom to chose your own method of working. 
3. Your fellow workers/colleagues 
4. The recognition you get fi-om good work. 
5. Your immediate boss. 
6. Amountof responsibility you are given. 
7. Opportunities to use your abilities. 
8. Relations with management and workers. 
9. Your rate of pay. 
10. Your chances of promotion. 
11. The way your firm/organization is managed 
12. The attention paid to suggestions you made. 
13. Your hours of work. 
14. The amount of variety in your job. 
15. Your job security 
16. Opportunity to help other with personal problem at work. 
17. Chances to learn new things. 
18. Power and prestige in the job. 
19. Opportunity to make decisions. 
20. Opportunity of to achieve something worthwile 
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